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ABSTRACT
A p p r a i s i n g  t h e  per formance  o f  employees  i s  a n e c e s s a r y  and 
v i t a l  p r o c e s s  in t he  management o f  o r g a n i z a t i o n s .  In t h e  C o o pe r a t i ve  
Ex t ens i on  System,  per formance  a p p r a i s a l  conce rns  a l l  employees  and 
i n f l u e n c e s  work,  m o t i v a t i o n ,  and u l t i m a t e l y  e d u c a t i o n a l  program 
i m p a c t s .
P e r c e p t i o n s  o f  t h e  p r e s e n t  and i dea l  pe r fo rmance  a p p r a i s a l  
p r o c e s s  were o b t a i n e d  from 558 county agen t s  in s i x  s e l e c t e d  s o u t h e r n  
s t a t e s .  The s t udy  focus ed  on agent  p e r c e p t i o n s  o f  t h e  p r o c e s s ,  as 
c u r r e n t l y  fo l l owed  and as a d e s i r e d  i d e a l ,  t o  s ee  i f  t h e r e  were 
p e r c e p t u a l  d i f f e r e n c e s ,  and t o  see i f  p e r c e p t i o n s  were i n f l u e n c e d  by 
p e r s o n a l  c h a r a c t e r i s t i c s ,  work c h a r a c t e r i s t i c s  and f e a t u r e s  o f  t h e  
p r o c e s s  i t s e l f .
The per fo rmance  a p p r a i s a l  form of  e l even  o f  t h e  t h i r t e e n  s t a t e s  
in t h e  Sou t he rn  Region was reviewed and seven s t a t e s  having a 
numer i ca l  s c o r i n g  system s e l e c t e d .  Six s t a t e s  ag reed  t o  p a r t i c i p a t e ,  
namely;  Alabama,  Arkansas ,  F l o r i d a ,  L o u i s i a n a ,  Oklahoma,  and Texas .
A p r o p o r t i o n a t e  random sample o f  602 a gen t s  were s e l e c t e d  from s t a t e  
pe r s o n n e l  l i s t s .  Data were c o l l e c t e d  us ing  a ma i l ed  q u e s t i o n n a i r e  
c o n s i s t i n g  o f  94 i t ems ,  67 on a L i k e r t - t y p e  s c a l e  wi t h  56 o f  t h e s e  
r e q u i r i n g  r e s p o n s e s  on t h e  p r e s e n t  and i dea l  p r o c e s s .  The r ema i n i ng  
i t ems  were f i l l - i n  o r  f i x e d  r e s pons e  t ype  q u e s t i o n s .  A r e t u r n  r a t e  
o f  93.8% was o b t a i n e d .  A t e l e p ho ne  sample o f  n o n - r e s p o n d e n t s  showed 
d i f f e r e n c e s  in s i x  o f  twenty  i t ems .
ix
S i g n i f i c a n t  d i f f e r e n c e s  were d e t e c t e d  f o r  j o b  c l a s s i f i c a t i o n ,  
i n t e r v i e w  l o c a t i o n  and s u p e r v i s o r y  p o s i t i o n  by o v e r a l l  mean p r e s e n t  
p e r c e p t i o n .  Data were ana l yzed  by f o u r  a p p r a i s a l  form c r i t e r i a  
(we i gh t ed  s c o r i n g  sys t em,  management by o b j e c t i v e ,  s t a t e d  use ,  and 
appea l  p r o c e s s )  f o r  15 c a t e g o r i e s  and agen t  p e r c e p t i o n s  o f  p r e s e n t  
and i d e a l  per fo rmance  a p p r a i s a l  syst em.  S i g n i f i c a n t  d i f f e r e n c e s  were 
found f o r  37 o f  t h e  c r i t e r i a  by c a t e g o r i e s .  D i f f e r e n c e  were d e t e c t e d  
f o r  a l l  15 o f  t h e  p e r c e p t i o n s  o f  p r e s e n t  and i d e a l  sys t em.  Four t een  
o f  t h e  c a t e g o r i e s  f avored  t h e  i dea l  system and one t h e  p r e s e n t  
sys t em.
One p r a c t i c a l  recommendat ion t o  t h e  p a r t i c i p a t i n g  s t a t e  
c o o p e r a t i v e  e x t e n s i o n  s e r v i c e  i s  t h a t  per formance  a p p r a i s a l  sys t ems  
s hou l d  be c o n s i d e r e d  f o r  m o d i f i c a t i o n  a c c o r d i n g  t o  t h e  f i n d i n g s  o f  
t h e  s t u d y .  Thi s  w i l l  r e q u i r e  changes  in t h e i r  sys tems  t o  t h e  e x t e n t  
t h a t  t h e  s u g g e s t i o n s  a r e  r e l e v a n t ,  a p p r o p r i a t e ,  and f e a s i b l e .
x
CHAPTER I
INTRODUCTION
The annual  pe r formance  a p p r a i s a l  o f  employees  c r e a t e s  a n x i e t y  
f o r  employees  and s u p e r v i s o r s  a l i k e .  Judg ing  t h e  pe r f o r ma nce  o f  a 
c o -w o rk e r ,  o r  be i ng  j udged  by a co-worker  seems t o  make t h e  m a j o r i t y  
o f  a work f o r c e  uneasy .  However,  pe r formance  a p p r a i s a l  i s  t h e  
t e c h n i q u e  o r g a n i z a t i o n s  use  t o  e v a l u a t e  employees .  The pe r f o r ma nce  
a p p r a i s a l  document ,  t h e  s y s t e m a t i c  approach used in t h e  e v a l u a t i o n ,  
t h e  us e s  o f  t h e  e v a l u a t i o n  outcome and t h e  f eedba ck  g iv e n  t h e  
employee w i l l  a l l  a f f e c t  t h e  o r g a n i z a t i o n ' s  a c c e p t a n c e  o f  t h e  
p e r f o r ma nc e  a p p r a i s a l  sys t em.
The l i t e r a t u r e  l i s t s  s ev e r a l  per fo rmance  a p p r a i s a l  f o r ma t s  o r  
methods  t h a t  an o r g a n i z a t i o n  can choose  t o  e v a l u a t e  i t s  employees .
The methods  g e n e r a l l y  have two t h i n g s  in common; a form o r  i n s t r u m e n t  
t o  r a t e  t h e  employee and an i n t e r v i e w  component .  The form o r  
i n s t r u m e n t  may va r y  from o r g a n i z a t i o n  t o  o r g a n i z a t i o n  and may even 
v a r y  w i t h i n  t h e  same o r g a n i z a t i o n .  The a p p r a i s a l  i n t e r v i e w  seems t o  
be a common p a r t  o f  t h e  pe r formance  a p p r a i s a l  p r o c e s s  f o r  most  
o r g a n i z a t i o n s .
Employers  o r  s u p e r v i s o r s  have always a p p r a i s e d  t h e  wor th  o f  
t h e i r  employees  s i n c e  t h e  beg i nn i ng  o f  t i me .  As o r g a n i z a t i o n s  have
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grown and as management has  improved,  t h e  use  o f  a formal  pe r fo rmance  
a p p r a i s a l  sys t em has i n c r e a s e d .  I f  t r u e ,  formal  pe r f o r ma nce  
a p p r a i s a l  ap p e a r s  t o  be a p roduc t  o f  t h e  20th Cen t u ry .  The 
i mpor t a nc e  o f  t h e  a p p r a i s a l  system from a l e g a l  s t a n d p o i n t  became 
a p p a r e n t  wi t h  t h e  p as s a g e  o f  t h e  C i v i l  R i gh t s  Laws and s u b s e q u e n t  
c o u r t  d e c i s i o n s .  The per fo rmance  a p p r a i s a l  sys t em used by an 
o r g a n i z a t i o n  must  no t  o n l y  be a l e g a l  sys tem bu t  i t  must  a l s o  be 
e f f e c t i v e  in e v a l u a t i n g  t h e  worker  and a s s i s t i n g  h i m / h e r  in improving 
h i s  j o b  pe r fo rma nce .
Per formance  a p p r a i s a l  w i t h i n  t h e  C o op e r a t i ve  Ex t e n s i o n  S e r v i c e  
and o t h e r  government  o r g a n i z a t i o n s  was a f f e c t e d  by t h e  c i v i l  r i g h t s  
l aws and c o u r t  c a s e s .  Johnson and C a s s e l l  (1962)  c onc l uded  t h a t  on ly  
16 s t a t e  c o o p e r a t i v e  e x t e n s i o n  s e r v i c e s  were u s i n g  a formal  
pe r f o r ma nce  a p p r a i s a l  sys t em.  In t h e  mid 1970s,  t h e  E x t en s i o n  
Commit tee on O r g a n i z a t i o n  and P o l i c y  c o n t r a c t e d  wi t h  t h e  American 
I n s t i t u t e s  f o r  Research t o  deve l op  a pe r fo rmance  a p p r a i s a l  p r o c e d u r e  
f o r  t h e  e x t e n s i o n  s e r v i c e  (Hahn, Brumback,  and Edwards,  1979a) .  The 
s t u d y  by t h e  American I n s t i t u t e s  f o r  Research  in c o n j u n c t i o n  wi t h  t h e  
c i v i l  r i g h t s  laws ap p e a r s  t o  have been t h e  d r i v i n g  f o r c e  beh i nd  s t a t e  
c o o p e r a t i v e  e x t e n s i o n  s e r v i c e s  d e v e l op i n g  and implement ing  t h e i r  
pe r f o r ma nce  a p p r a i s a l  s y s t ems .  The p e r c e p t i o n s  o f  coun t y  a g e n t s  
r e g a r d i n g  t h e  p r e s e n t  sys t em and an i de a l  sys t em o f  pe r f o r ma nce  
a p p r a i s a l  by s e l e c t e d  s t a t e  c o o p e r a t i v e  e x t e n s i o n  s e r v i c e s  in  t h e  
Sou t he r n  Region o f  t h e  Uni t ed  S t a t e s  w i l l  be t h e  f ocus  o f  t h i s  s t u d y .
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3Per fo rmance  Appr a i s a l  in t h e  Co o p e r a t i v e  Ex t ens i on  S e r v i c e
The C o o p e r a t i v e  Ex t ens ion  S e r v i c e  i s  n a t i o n a l  in scope  and was 
c r e a t e d  by t h e  Smi t h-Lever  Act o f  1914.  Thi s  a c t  e s t a b l i s h e d ,  as  a 
p r im a r y  r e s p o n s i b i l i t y  o f  t h e  Land Grant  U n i v e r s i t i e s ,  t h e  
d i s s e m i n a t i o n  o f  r e s e a r c h - b a s e d  i n f o r m a t i o n  t o  t h e  g e n e r a l  p u b l i c  
t h r o u g h  t h e  Co o pe r a t i ve  Ext ens ion  S e r v i c e .  Rasmussen (1989,  p.  v i i )  
r e p o r t e d  t h a t  when s i g n i n g  t h e  Smi t h-Lever  Ac t ,  P r e s i d e n t  Woodrow 
Wilson c a l l e d  i t  "one o f  t h e  most  s i g n i f i c a n t  and f a r - r e a c h i n g  
measure s  f o r  t h e  e d u c a t i o n  o f  a d u l t s  e v e r  adop t ed  by t h e  government " .  
The pu r po s e  o f  Co op e r a t i ve  Ext ens ion  S e r v i c e s  as  s t a t e d  by Congress  
and r e p o r t e d  by Rasmussen (1989,  p.  v i i )  i s  " . . . t o  a i d  in d i f f u s i n g  
among t h e  pe op l e  o f  t h e  Uni t ed  S t a t e s  u s e f u l  and p r a c t i c a l  
i n f o r m a t i o n  on s u b j e c t s  r e l a t i n g  t o  a g r i c u l t u r e  and home economics ,  
and t o  e ncou r a ge  t h e  a p p l i c a t i o n  o f  t h e  s a m e . . . " .
The Ex t ens i on  S e r v i c e  i s  a p a r t  o f  t h e  Land Grant  U n i v e r s i t y  
Sys tem in each s t a t e .  I t  i s  g e n e r a l l y  a d m i n i s t e r e d  t h r ou g h  t h e  
C o l l e g e  o f  A g r i c u l t u r e  o f  t h e  U n i v e r s i t y  t h r ough  a D i r e c t o r  f o r  t h e  
C o o p e r a t i v e  Ex t ens i on  S e r v i c e .  The fund i ng  f o r  t h e  E x t e n s io n  S e r v i c e  
i s  f rom t h r e e  main s o u r c e s ,  namely t h e  f e d e r a l  government  t h r ou g h  t h e  
U n i t e d  S t a t e s  Depar tment  o f  A g r i c u l t u r e ,  t h e  s t a t e  t r e a s u r y  t h r ou g h  
t h e  U n i v e r s i t y  budge t ,  and l o c a l  o r  count y  f unds .  The Ex t ens i on  
S e r v i c e  i s  t r u l y  a c o o p e r a t i v e  e f f o r t .
County e x t e n s i o n  a g en t s  (coun ty  a g e n t s )  a r e  housed in each o f  
t h e  c o u n t i e s  and conduc t  e d u c a t i o n a l  programs in a g r i c u l t u r e ,  home
economics ,  and 4-H and y ou t h .  A count y  agen t  g e n e r a l l y  i s  a s s i g n e d  
t o  work w i t h i n  one o f  t h e s e  program a r e a s ,  bu t  may have dual  program 
a r e a  r e s p o n s i b i l i t i e s .  County a gen t s  de s i g n  programs t o  meet  t h e  
e d u c a t i o n a l  needs  o f  t h e  peopl e  o f  t h e  c oun t y .  The l o c a l  needs  a r e  
d e t e r mi n e d  by a d v i s o r y  commi t t ees  composed o f  u s e r s  o f  t h e  
i n f o r m a t i o n  and p a r t i c i p a n t s  in e d u c a t i o n a l  a c t i v i t i e s .  The s t a f f  in 
t h e  l o c a l  o f f i c e  may r ange  from one coun t y  agen t  in a smal l  coun t y  t o  
s e v e r a l  a g e n t s  in l a r g e r  c o u n t i e s .
The c h a i n  o f  command in t h e  s t a t e  C o o pe r a t i v e  Ex t ens i on  
S e r v i c e s  g e n e r a l l y  f lows  from t h e  S t a t e  Ex t ens i on  D i r e c t o r  t o  an 
A r e a / D i s t r i c t  D i r e c t o r  (Agent)  t o  a County D i r e c t o r  ( C h a i r p e r s o n ) .
The c h a i n  o f  command may d i f f e r  from s t a t e  t o  s t a t e .  In some s t a t e s  
t h e  c h a i n  o f  command may f low t h rough  an A s s i s t a n t  o r  A s s o c i a t e  
D i r e c t o r  in cha r ge  o f  f i e l d  p e r s o n n e l .  The d a y - t o - d a y  s u p e r v i s i o n  o f  
t h e  coun t y  a gen t  i s  t h e  r e s p o n s i b i l i t y  o f  t h e  County D i r e c t o r ,  who, 
in most  c a s e s ,  a l s o  has program a r ea  e d u c a t i o n a l  r e s p o n s i b i l i t i e s .  
When t h e  dual  d u t i e s  o f  t h e  County D i r e c t o r  a r e  c o n s i d e r e d ,  t h e  t i me  
a v a i l a b l e  f o r  h i m/ he r  t o  p r o v i d e  d i r e c t  s u p e r v i s i o n  i s  l i m i t e d .
The s u p e r v i s i o n  o f  county  e x t e n s i o n  a g en t s  i s  a p r i mar y  
r e s p o n s i b i l i t y  o f  t h e  A r e a / D i s t r i c t  D i r e c t o r .  The A r e a / D i s t r i c t  
D i r e c t o r ' s  r e s p o n s i b i l i t i e s  i n c l u de  e v a l u a t i n g  t h e  i n d i v i d u a l  a g e n t ' s  
pe r fo rmance  and working wi t h  t h e  agen t  t o  i n s u r e  t h a t  t h e  g o a l s  and 
o b j e c t i v e s  o f  t h e  Coope r a t i ve  Ext ens ion  S e r v i c e  a r e  met f o r  t h e  
program a r e a .  Thi s  per formance  a p p r a i s a l  i n c l u d e s  an annual  r ev i e w
o f  t h e  a g e n t ' s  g o a l s  and o b j e c t i v e s ,  and how wel l  t h e s e  were met .
The e v a l u a t i o n  f o l l ows  an a p p r a i s a l  system d e s ig ne d  f o r  a s t a t e .  At 
t h i s  t i me ,  s t r e n g t h s  and weaknesses  should  be p o i n t e d  ou t  and 
s u g g e s t i o n s  f o r  improvement  should  be made.  The e v a l u a t i o n  i s  
g e n e r a l l y  conduc t ed  wi th  t h e  a s s i s t a n c e  and i n p u t  o f  t h e  County 
D i r e c t o r .
E v a l u a t i o n  o f  an emp l oyee ' s  pe r formance  i s  a g e n e r a l l y  a c c e p t e d  
need and shou ld  be conduc t ed  wi th  some form o f  pe r fo rmance  a p p r a i s a l  
sys t em and r e g u l a r i t y .  The per formance  a p p r a i s a l  o f  coun t y  a g en t s  
f a l l s  w i t h i n  t h i s  g e n e r a l l y  a c c ep t ed  need.  Schuman and Ol u f s  (1988) 
i n d i c a t e  t h a t  t h e  system employed f o r  t h e  e v a l u a t i o n  shou ld  be 
a c c e p t a b l e  t o  both t h e  r a t e r s  and t h e  r a t e e s .  The r e l a t i o n s h i p  
between t h e  r ewards  g i ve n  f o r  o u t s t a n d i n g  pe r formance  and f u t u r e  
p r o d u c t i v i t y  a r e  in d i s a g r e e m e n t .  They a l s o  r e p o r t  t h a t  t h e  
a p p r a i s a l  can be conduc t ed  by t h e  employee,  t h e  c l i e n t s  t h e y  s e r v e ,  
t h e  immediate  s u p e r v i s o r ,  a group o f  p e e r s ,  o r  a group o f  
s u p e r v i s o r s .
O r g a n i z a t i o n s  spend a c o n s i d e r a b l e  amount o f  t i me  and ene rgy  on 
t h e i r  employees ,  on s e l e c t i o n ,  t r a i n i n g ,  t e s t i n g ,  j o b  e v a l u a t i o n  and 
employee communicat ion (Lopez 1068) .  Per formance  a p p r a i s a l  does  no t  
r e c e i v e  an equal  o r  a p p r o p r i a t e  amount o f  t h e  o r g a n i z a t i o n ' s  t i me  o r  
e n e r g y .  The per fo rmance  a p p r a i s a l  p r o c e s s  s e r v e s  t h e  o r g a n i z a t i o n  as 
a y a r d s t i c k  o f  rewards  among i t s  members,  and a channel  f o r  pe r sonne l  
deve l opment  between managers  and employees .  Henderson (1984)  r e p o r t s
t h a t  r a t i n g  d a t a  become a l mos t  w o r t h l e s s  t o  t h e  end u s e r s  i f  t h o s e  
i n v o l ve d  in t h e  sys tem do no t  do t h e i r  b e s t  t o  p r ov i d e  v a l i d  
pe r f o r ma nce  i n f o r m a t i o n .
The per fo rmance  a p p r a i s a l  p ro c e s s  f o r  coun t y  a g e n t s  i s  
p r i m a r i l y  t h e  r e s p o n s i b i l i t y  o f  t h e  Area D i r e c t o r  w i t h  v a r y i n g  
d e g r e e s  o f  i n p u t  from t h e  County D i r e c t o r .  The Area D i r e c t o r  i s  no t  
housed wi t h  t h e  a gen t  and,  t h e r e f o r e ,  does  no t  o bs e r ve  t h e  d a y - t o - d a y  
a c t i v i t i e s  o f  t h e  a gen t .  N onr e s i de n t  s u p e r v i s i o n  ap p e a r s  t o  be one 
o f  t h e  p o s s i b l e  problems a s s o c i a t e d  wi th  t h e  C o o p e r a t i v e  Ex t ens i on  
S e r v i c e s ' s  per fo rmance  a p p r a i s a l  sys tem.  Hodge t t s  (1987)  i n d i c a t e d  
t h a t  a v a l i d  per formance  a p p r a i s a l  system a l l ows  t h e  s u p e r v i s o r  t o  
i d e n t i f y  t h e  a g en t s  do ing  t h e  b e s t  j o b .  The a p p r a i s a l  p r o c e s s  shou l d  
i d e n t i f y  i n d i v i d u a l s  t o  be rewarded f o r  s u p e r i o r  o r  a de qua t e  
pe r f o r ma nce  and t h e  ones who should  no t  be rewarded f o r  t h e i r  
p e r f o r ma nc e .  To accompl i sh  t h i s ,  t h e  per formance  a p p r a i s a l  sys t em 
must  be p r o p e r l y  d e s ig n e d  and e x ec u t e d ,  t h e  r a t e r  shou ld  be u nb i a s e d  
and t h e  r e s u l t s  p r o p e r l y  u t i l i z e d .  The q u e s t i o n  i s ,  does  t h e  agen t  
f e e l  t h a t  t h i s  i s  t h e  c a se?  Nonr es i den t  s u p e r v i s i o n  a l s o  l i m i t s  t h e  
o p p o r t u n i t i e s  f o r  a p p r a i s a l  f eedback  t h ro u gh ou t  t h e  y e a r .  Thi s  
c r e a t e s  an a d d i t i o n a l  per formance  a p p r a i s a l  problem.
Brumback,  Hahn and Edwards (1978,  p.  1) r e p o r t e d  "Employers  who 
s eek  t o  d i s c r i m i n a t e  l e g i t i m a t e l y  among i n d i v i d u a l s  who d i f f e r  in 
t h e i r  q u a l i f i c a t i o n s  a r e  u n de r s t a n d a b l y  anx i ous  t o  have pe r s onne l  
p o l i c i e s  and p r oc e d u re s  which l e a d  t o  d e c i s i o n s  t h a t  a r e  n e i t h e r
a r b i t r a r y  nor  u n r e l a t e d  t o  a c t u a l  j o b  r e q u i r e m e n t s  and b u s i n e s s  
n ee d s .  The p r i n c i p l e s  o f  m e r i t  employment and f a i r  employment  go 
hand in hand where m e r i t  i s  dec i ded  on v a l i d  g r o u n d s . "  Th i s  c a l l s  
f o r  v a l i d  pe r s onne l  p r o ce d u re s  t h a t  have been r e s e a r c h e d  and 
deve l op e d  t o  s o l v e  no t  on l y  b a s i c  unsound pe r sonne l  management  
p r a c t i c e s  bu t  a l s o  t o  p r e v e n t  l e ga l  problems .
A pe r fo rmance  a p p r a i s a l  c y c l e  compr i s i ng  f o u r  s t e p s  was 
o u t l i n e d  by Hodge t t s  ( 1987) .  The s t e p s  i n c l u d e  e s t a b l i s h i n g  
p e r f o r ma nce  s t a n d a r d s  f o r  t h e  d u t i e s  o f  a p o s i t i o n ,  an a c c e p t a b l e  way 
t o  d e t e r m i n e  i n d i v i d u a l  pe r fo rma nce ,  compar ing p e r f o r ma nce  t o  t h e  
s t a n d a r d s  and u s i ng  t h e  compar i son as t h e  b a s i s  o f  t h e  e v a l u a t i o n .
The g o a l s  and o b j e c t i v e s  which a count y  e x t e n s i o n  a g e n t  works 
t oward  meet  t h e  f i r s t  o f  t h e  f o u r - s t e p  p r o c e s s  o u t l i n e d  by Hodge t t s  
( 1987 ) .  In most  c a s e s ,  a d e t a i l e d  s e t  o f  g o a l s  and o b j e c t i v e s  i s  
g i ve n  in  t h e  a g e n t ' s  j o b  d e s c r i p t i o n .
The second s t e p  in t h e  e v a l u a t i o n  p r o c e s s  i s  hav i ng  a method o f  
d e t e r m i n i n g  i n d i v i d u a l  pe r fo rmance .  I t  i s  no t  s u f f i c i e n t  t o  say  t h a t  
an a g e n t  does  a good j o b .  Per formance must  be measured by an 
i n s t r u m e n t  deve l oped  t o  meet t h e  o r g a n i z a t i o n ' s  pe r fo rmance  a p p r a i s a l  
ne e ds .  The compar i son o f  per fo rmance  a g a i n s t  s t a n d a r d s  i s  t h e
t h i r d  s t e p  in  t h e  pe r formance  a p p r a i s a l  c y c l e  o u t l i n e d  by Hodge t t s  
(1987 ) .  The compar i son shou ld  t a k e  p l a c e  a t  an annual  e v a l u a t i o n .  
Many t i me s  t h e  e v a l u a t i o n  p r ocedu r e  i s  no t  he l d  on an annual  b a s i s .  
When t h e  annual  e v a l u a t i o n  p r o ce s s  i s  h e l d ,  i t  may be so h u r r i e d  as
t o  be o f  l i t t l e  o r  no v a l u e .  An a d d i t i o n a l  problem i s  t h e  
t h o ro u g h n e s s  o f  t h e  per formance  a p p r a i s a l .  Of ten  t h e  p r o c e s s  i s  
s i mpl y  a f o r m a l i t y  and does  not  a d d r e s s  t h e  s t r e n g t h s  o r  weaknesses  
o f  t h e  i n d i v i d u a l  a g e n t .
E v a l u a t i o n  d e c i s i o n s  based on t h e  compar i son o f  j o b  pe r f o r ma nce  
and t h e  s t a t e d  j o b  d e s c r i p t i o n  i s  t h e  f i n a l  s t e p  in t h e  p e r f o r ma nce  
a p p r a i s a l  c y c l e .  Th i s  s t e p  may t a k e  on s ev e r a l  forms .  I t  may r ange  
from t h e  s u p e r v i s o r  mee t ing  wi th  t h e  a gen t  and r e v i e wi n g  t h e  
pe r f o r ma nce  in g e n e r a l  t e rms  t o  a very  i n - d e p t h  s t u d y  o f  t h e  a g e n t ' s  
p e r f o r ma nc e .  Per formance  may then  be compared t o  t h e  j o b  d e s c r i p t i o n  
o r  o t h e r  i n s t r u m e n t  which l i s t s  t h e  g o a l s  and o b j e c t i v e s  f o r  t h a t  
p o s i t i o n .  Th i s  p a r t  o f  t h e  e v a l u a t i o n  p r o c e s s  would n o t  be c ompl e t e  
u n t i l  t h e  s u p e r v i s o r  has d i s c u s s e d  wi t h  t h e  agen t  how wel l  he o r  she 
has  pe r fo rme d .  Thi s  would be accompanied by g i v i n g  t h e  a g e n t  an 
e x p l a n a t i o n  o f  what  h e / s h e  needs  t o  do t o  improve t h e  pe r f o r ma nce  
a p p r a i s a l  s c o r e .  P o s i t i v e  i n f o r m a t i o n  and f eedba ck  c ou l d  r e s u l t  in 
i n c r e a s e d  m o t i v a t i o n  o f  t h e  agen t  t o  improve weak a r e a s  o f  
p e r f o r ma nc e .  Seve r a l  d i f f e r e n t  per formance  a p p r a i s a l  t o o l s  o r
i n s t r u m e n t s  a r e  a v a i l a b l e  f o r  use ( Ho d g e t t s ,  1987) .  These a r e  
d i s c u s s e d  in Ch ap t e r  I I ,  Review o f  L i t e r a t u r e .
Seve r a l  i m p or t a n t  o b j e c t i o n s  have been g i ve n  t o  p e r f o r ma nce  
a p p r a i s a l  by Lopez (1968) .  These i n c l u d e  t h e  i n a d e q u a c i e s  o f  
e v a l u a t i n g  and i n t e r v i e w i n g  s t y l e s  o f  t h e  s u p e r v i s o r ,  t h e  l a c k  o f
s u bs e q u en t  change in t h e  employee,  and t h e  g en e r a l  i r r e l e v a n c y  t o  
e i t h e r  t h e  o r g a n i z a t i o n ' s  o b j e c t i v e s  o r  t h e  e m p lo ye e ' s  c a r e e r  g o a l s .  
Purpose  o f  t h e  Study
The o v e r a l l  purpose  o f  t h e  s t u d y  was t o  d e t e r m i n e  t h e  
p e r c e p t i o n s  o f  pe r formance  a p p r a i s a l  by count y  a g e n t s  in  s e l e c t e d  
S t a t e  C o o p e r a t i ve  Ex t ens i on  S e r v i c e s  in t h e  Sou t he r n  Region.  
O b j e c t i v e s  o f  t h e  Study
The o b j e c t i v e s  o f  t h e  s t udy  were:
1. Determine  coun t y  a g e n t s '  p e r c e p t i o n  o f  t h e  p r e s e n t  
pe r f o r ma nce  a p p r a i s a l  p r o c e s s .
2.  Determine  coun t y  a g e n t s '  p e r c e p t i o n  o f  t h e  i d e a l  pe r fo rmance  
a p p r a i s a l  p r o c e s s .
3.  Determine  t h e  d i f f e r e n c e s  in count y  a g e n t ' s  p e r c e p t i o n s  o f  
t h e  p r e s e n t  and i d e a l  per formance  a p p r a i s a l  p r o c e s s  by j o b  
c l a s s i f i c a t i o n ,  s a l a r y ,  management c o u r s e s  t a k e n ,  h i g h e s t  d e g r ee  
h e l d ,  r a c e ,  age ,  g en d e r ,  pe r formance  a p p r a i s a l  i n t e r v i e w  
l o c a t i o n ,  and s u p e r v i s o r y  p o s i t i o n .
4.  Determine  t h e  r e l a t i o n s h i p s  between coun t y  a g e n t ' s  
p e r c e p t i o n s  o f  t h e  p r e s e n t  and i d e a l  pe r fo rmance  a p p r a i s a l  
p r o c e s s  and s c o r e  on l a s t  per formance  a p p r a i s a l ,  y e a r s  in t h e  
e x t e n s i o n  s e r v i c e ,  y e a r s  in p r e s e n t  p o s i t i o n ,  i n t e r v i e w  l e n g t h ,  
number o f  per fo rmance  o b s e r v a t i o n s ,  and pe r formance  o b s e r v a t i o n  
l e n g t h .
10
5.  Determine  t h e  d i f f e r e n c e s  in count y  a g e n t s '  p e r c e p t i o n s  o f  
t h e  p r e s e n t  and i d e a l  per formance  a p p r a i s a l  p r o c e s s  in  s e l e c t e d  
c a t e g o r i e s  by s e l e c t e d  per formance  a p p r a i s a l  form c r i t e r i a  wi th  
which t h e  count y  a g e n t s  a r e  e v a l u a t e d .
6.  Determine  t h e  d i f f e r e n c e s  between coun t y  a g e n t s '  p e r c e p t i o n s  
o f  t h e  p r e s e n t  and i d e a l  per formance  a p p r a i s a l  p r o c e s s  in 
s e l e c t e d  c a t e g o r i e s .
S i g n i f i c a n c e  o f  t h e  Study
The r e s u l t s  o f  t h e  s tudy  should  be u s e f u l  t o  p a r t i c i p a t i n g  
s t a t e  C o o p e r a t i ve  Ex t ens i on  S e r v i c e s  in improving t h e i r  pe r fo rmance  
a p p r a i s a l  p r o c e s s .  As t h e  per formance  a p p r a i s a l  p r o c e s s  i s  improved 
t h e  pe r fo rmance  o f  t h e  i n d i v i d u a l  count y  a g e n t  shou ld  a l s o  improve 
t h u s  c o n t r i b u t i n g  t o  a more e f f i c i e n t  agen t  and a more e f f e c t i v e  
s t a t e  e x t e n s i o n  s e r v i c e .
CHAPTER 2 
REVIEW OF LITERATURE
I n t r o d u c t i o n
The r ev i ew o f  l i t e r a t u r e  w i l l  p r o v i d e  a background o f  
pe r f o r ma nce  a p p r a i s a l  and a f ramework f o r  t h e  p roposed  s t u d y .  I t  
w i l l  i n c l u d e  a b r i e f  h i s t o r y  o f  pe r formance  a p p r a i s a l ,  t h e  
pe r fo rmance  a p p r a i s a l  sys t ems  in use t oda y  and t h e  p e r t i n e n t  r e s e a r c h  
conduc t ed  on p e r c e p t i o n s  o f  per formance  a p p r a i s a l .  The p e r c e p t i o n s  
w i l l  be drawn from t h e  f i e l d s  o f  per sonne l  management ,  p u b l i c  
pe r s onne l  a d m i n i s t r a t i o n ,  Coope r a t i ve  Ext ens i on  S e r v i c e ,  e d u c a t i o n  
( p r im a r y ,  s econda ry  and c o l l e g e  l e v e l )  and o t h e r  a r e a s  i m p o r t a n t  t o  
p e r fo rmance  a p p r a i s a l .
In a d i s c u s s i o n  o f  employee per formance  a p p r a i s a l ,  a good 
working d e f i n i t i o n  o f  t h e  s u b j e c t  i s  needed.  Lopez (1968)  o f f e r s  a 
b a s i c  d e f i n i t i o n  o f  employee per formance  a p p r a i s a l .  The t e rm 
employee r e f e r s  t o  an i n d i v i d u a l ,  a l i v i n g ,  a c t i v e  human b e i n g .  I t  
i s  n o t  a c o l l e c t i o n  o f  j o b s  o r  d u t i e s  bu t  t h e  i n d i v i d u a l  p e r fo r mi ng  
t h e  j o b s  o r  d u t i e s .  The s p e c i f i c  human b eh a v i o r  w i t h i n  t h e  sys t em i s  
p e r f o r ma nce .  The employee per formance  r e l a t e s  t o  t h e  b e h a v i o r  o f  a 
p a r t i c u l a r  member o f  t h e  work f o r c e  in t h e  a c t  o f  pe r f o r mi ng  h i s  work 
d u t i e s .  The t e rm a p p r a i s a l  can be s u b s t i t u t e d  f o r  e v a l u a t i o n ,  r a t i n g  
o r  r ev i e w and i s  used t o  d e s i g n a t e  t h e  a c t  o f  p l a c i n g  a v a l u e  on an 
e m p l o y e e ' s  pe r fo rma nce .  The t e rms  imply t h e  r e l a t i v e  i mpor t ance  o f  
t h e  e m p l o y e e ' s  pe r fo rmance  wi th  r e f e r e n c e  t o  a d e f i n i t e  s t a n d a r d .
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H i s t o r y
Per formance  a p p r a i s a l  in one form o r  a n o t h e r  has  been p r a c t i c e d  
s i n c e  t h e  b e g i nn i n g  o f  t i m e .  Employees a n d / o r  s u p e r v i s o r s  have 
a lways  e v a l u a t e d  t h e  wo r k f o rc e .  Thi s  e v a l u a t i o n  may n o t  have been o f  
a formal  n a t u r e ,  w i t h  a per fo rmance  a p p r a i s a l  document ,  t h e  
d i s c u s s i o n  o f  g o a l s  and o b j e c t i v e s  and a p p r o p r i a t e  f ee d b a c k  on a r e a s  
t o  improve,  bu t  i t  was an e v a l u a t i o n .  Lopez (1968)  i n d i c a t e d  t h a t  
t h e  e v a l u a t i o n  o f  human per fo rmance  i s  n e a r l y  as  o l d  as  man h i m s e l f .
Lopez (1968)  r e p o r t e d  t h a t  t h e  f i r s t  pe r fo rmance  a p p r a i s a l  t o ok  
p l a c e  when t h e  f i r s t  s t o n e - a g e  man o b t a i n e d  he l p  in  c h i s e l i n g  a hand 
axe and e v a l u a t e d  h i s  pe r f o r ma nce .  Per formance  a p p r a i s a l  i s  s t i l l  an 
i m p o r t a n t  s u p e r v i s o r y  p r o c e s s .  As o r g a n i z a t i o n s  grew and t h e  
p e r s o n a l  r e l a t i o n s h i p  was l o s t ,  t h e  per fo rmance  a p p r a i s a l  p r o c e s s  
became more c o m p l i c a t e d .
The e a r l i e s t  r e c o r d  o f  a formal  e v a l u a t i o n  was r e p o r t e d  t o  have 
o r i g i n a t e d  in  t h e  Uni t ed  S t a t e s  m i l i t a r y .  Thi s  e v a l u a t i o n  was in 
1813 by General  Lewis Cass ,  Commanding O f f i c e r  o f  t h e  27th I n f a n t r y  
Regiment ,  Uni t ed  S t a t e s  Army as r ec o u n t e d  by Lopez (1968) .  Thi s  
e a r l y  endea vor  was a l s o  a humorous one.  The d e s c r i p t i o n  was in 
p i c t u r e s q u e  t e r m s ,  "a g o o d - n a t u r e d  man" o r  "a knave d e s p i s e d  by a l l . "  
Th i s  e v a l u a t i o n  i n d i c a t e s  t h e  e a r l y  acknowledgement  o f  t h e  n e c e s s i t y  
o f  pe r f o r ma nce  a p p r a i s a l .
The e v a l u a t i o n  p r o c e s s  in t h e  m i l i t a r y  was no t  w i t h o u t  i t s  
p r ob l ems .  A new e v a l u a t i o n  form was deve l oped  by t h e  Navy 
a p p r o x i m a t e l y  e ve r y  two y e a r s .  Lopez (1968) i n d i c a t e d  t h a t  f rom 1865
t o  1956 t h e  Navy used f o r t y - e i g h t  d i f f e r e n t  forms .  The changes  
i n d i c a t e d  a c o n t i n u i n g ,  bu t  neve r  c o m p l e t e l y  s u c c e s s f u l ,  e f f o r t  t o  
make pe r f o r ma nce  a p p r a i s a l  more o b j e c t i v e  and r e a l i s t i c .  Per formance  
a p p r a i s a l  began in p r i v a t e  i n d u s t r y  and l o c a l  governments  a t  t h e  
b eg i n n i n g  o f  t h e  t w e n t i e t h  c e n t u r y .  I t  began in t h e  mid n i n e t e e n t h  
c e n t u r y  f o r  f e d e r a l  c i v i l i a n  employees .
The Uni t ed  S t a t e s  C o n g r e s s ' s  f i r s t  a t t e m p t  a t  an employee 
e v a l u a t i o n  was in 1842 when i t  r e q u i r e d  each de p a r t me n t  t o  ad h e r e  t o  
and p e r f o r m an annual  employee s e r v i c e  r e p o r t  (Lopez,  1968) .  Th i s  
was u n s u c c e s s f u l  and because  o f  t h e  h a l f - h e a r t e d  p r a c t i c e  i t  d i e d  o f  
a p a t hy  in t h e  1850s.  Between t h i s  t i me  and 1949 v a r y i n g  a t t e m p t s  
were made by Congress  t o  s e t  up a s u c c e s s f u l  pe r fo rmance  a p p r a i s a l  
sys t em f o r  f e d e r a l  employees .  In 1949,  t h e  C i v i l  S e r v i c e  Commission 
s t a t e d  t h a t  each agency would be p e r m i t t e d  t o  choose  i f  i t  was t o  
have a r a t i n g  p l a n .  There  would be no r eq u i r e m e n t  f o r  summary 
a d j e c t i v a l  o r  numer i ca l  r a t i n g s .  I f  a p p ea l s  were made,  t h e y  would be 
l i m i t e d  t o  i n t r a - a g e n c y  r ev i e w,  and s a l a r y  a c t i o n s  would n o t  be 
c o n ne c t e d  t o  t h e  s e r v i c e  r a t i n g  sys t em.
Most o f  t h e  recommendat ions  were i n c o r p o r a t e d  i n t o  t h e  
Pe r formance  Ra t ing  Act  o f  1950.  The r a t i n g  sys tem became a o n e - s t e p  
sys t em (Nigro  & Nigro ,  1986) .  Employees were t o  be c a t e g o r i z e d  as 
o u t s t a n d i n g ,  s a t i s f a c t o r y ,  o r  u n s a t i s f a c t o r y ,  but  on l y  t h e  
s a t i s f a c t o r y  c a t e g o r y  was used in r a t i n g  t h e  employees .  The 
Pe r formance  Ra t i ng  Act  o f  1950 i n d i c a t e d  t h a t  o u t s t a n d i n g  r a t i n g  was 
t o  be used on l y  when a l l  a s p e c t s  o f  pe r fo rmance  were o u t s t a n d i n g  and
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d e s e r v e d  s p e c i a l  commendat ion.  The u n s a t i s f a c t o r y  r a t i n g  was a b a s i s  
f o r  removal  from t h e  p o s i t i o n .  The c o u r t s  r u l e d  t h a t  t h e  
u n s a t i s f a c t o r y  r a t i n g  was no t  an a c c e p t a b l e  ground f o r  r emova l .  The 
l i m i t a t i o n s  p l a c e d  on t h e  use o f  t h e  o u t s t a n d i n g  and u n s a t i s f a c t o r y  
r a t i n g s  caused  t h e  sys t em t o  become a o n e - s t e p  sys t em.  Nigro  and 
Nigro  (1986)  i n d i c a t e d  t h e  C a r t e r  a d m i n i s t r a t i o n  r e p o r t e d  t h a t  95% o f  
a l l  a g e n c i e s  were r a t i n g  t h e i r  employees  in t h e  s a t i s f a c t o r y  
c a t e g o r y .  Th i s  caused  Congress  t o  propose  t h e  C i v i l  S e r v i c e  Reform 
Act  o f  1978.  Thi s  a c t  p r eceded  i n c r e a s e d  i n t e r e s t  in pe r f o r ma nce  
a p p r a i s a l  in both t h e  p r i v a t e  and p u b l i c  s e c t o r .  Thi s  i s  ev i de n c e d  
by t h e  number o f  a r t i c l e s  on per formance  a p p r a i s a l  in pe r s onne l  
j o u r n a l s  s i n c e  1978.
Local  government  u t i l i z a t i o n  o f  pe r formance  a p p r a i s a l  d a t e s  
back t o  1906 when t h e  c i t y  government  in Chicago began a sys t em o f  
a p p r a i s i n g  employees ,  a c c o r d i n g  t o  Lopez (1968) .  In 1913 Los Angeles  
County and New York C i t y  r e p o r t e d  employee r a t i n g s ,  bu t  in g e n e r a l  i t  
was n o t  u n t i l  t h e  1920s t h a t  l o c a l  programs go t  underway.  The f i r s t  
r a t i n g  sys t em t o  be w i de l y  used was P r ob s t  Ra t i ng  Sys tem.  The 
p amph l e t ,  "A Model S t a t e  C i v i l  S e r v i c e  Law," became a v a i l a b l e  in 
1947,  which ,  in p a r t ,  a d d r e s s e d  per formance  r a t i n g  and s u b s e q u e n t l y  
i n f l u e n c e d  many e x i s t i n g  programs.  I t  was j o i n t l y  produced  by t h e  
N a t i on a l  C i v i l  S e r v i c e  League,  t h e  Na t i ona l  Municipal  League and t h e  
C i v i l  S e r v i c e  Assembly.
Lopez (1968) r e p o r t e d  t h a t  in 1913 a New York C i t y  d e p a r t me n t  
s t o r e ,  Lord & T a y l o r ,  deve l oped  t h e  f i r s t  formal  pe r fo rmance
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a p p r a i s a l  sys t em used in p r i v a t e  i n d u s t r y .  I t  was no t  u n t i l  Wa l t e r  
D i l l  S c o t t  produced a r a t i n g  s c a l e  f o r  sa l esmen t h a t  t h e  p r a c t i c e  
became f u l l y  e s t a b l i s h e d .  S t u d i e s  o f  working c o n d i t i o n s  a f t e r  World 
War I s t i m u l a t e d  managers  t o  use m e r i t  r a t i n g s  t o  e v a l u a t e  work 
pe r f o r ma n c e .  These r a t i n g s  were used f o r  p r o g r e s s  r e c o r d s  and 
s e t t i n g  pay r a t e s ,  as a gu i de  in making p r omot i ons ,  demot ions  and 
t r a n s f e r s ,  and in d i s t r i b u t i n g  bonuses .
The use o f  per formance  a p p r a i s a l  has c o n t i nu ed  t o  i n c r e a s e .  
Var ious  forms and t e c h n i q u e s  have been u t i l i z e d , i n  an a t t e m p t  t o  
s o l v e  management ' s  pe r s onne l  problems but  none has  r e c e i v e d  unanimous 
a c c e p t a n c e .  Surveys  in 1964 and 1965 by t h e  Na t i ona l  I n d u s t r i a l  
Conf e r enc e  Board show (Lopez,  1968) t h a t  72% o f  t h e  276 r e s p o n d e n t s  
used formal  pe r formance  r a t i n g  programs.  The t r e n d  s i n c e  1940 has 
been toward an i n c r e a s e  in t h e  use o f  formal  per formance  a p p r a i s a l s .
In 1940 t h e r e  were over  600 books and a r t i c l e s  on pe r formance  
a p p r a i s a l .  By 1967,  t h i s  number had doub led .
The e a r l y  use  o f  t h e  per formance  a p p r a i s a l  p r o c e s s  a p p ea r s  t o  
have had a p o s i t i v e  r e c e p t i o n  by t h e  employee.  Lopez (1968)  r e p o r t e d  
t h a t  in  1953,  95% o f  employees  o f  t h e  S t a t e  o f  C a l i f o r n i a  wanted t o  
know how wel l  t h e y  were doing on t h e  j o b ,  75% were s a t i s f i e d  wi t h  t h e  
r a t i n g  f a c t o r s  and t w o - t h i r d s  f e l t  t h e  sys tem was s a t i s f a c t o r y  o r  
improving .
Over t h e  y e a r s  o f  t h e  development  o f  t h e  p r e s e n t  day pe r fo rmance  
a p p r a i s a l  s ys t ems ,  l a b o r  unions  have t r a d i t i o n a l l y  been n e u t r a l  
(Lopez,  1968) .  In a su rvey  conducted in 1956 o f  208 pe r s onne l  and
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i n d u s t r i a l  r e l a t i o n s  e x e c u t i v e s ,  i t  was found t h a t  t h e  m a j o r i t y  o f  
t h e  l a b o r  union c o n t r a c t s  made no r e f e r e n c e  t o  pe r f o r ma nce  a p p r a i s a l .  
Only in 45% o f  t h e  s m a l l e r  and 30% o f  t h e  l a r g e r  companies  was t h e r e  
r e f e r e n c e  t o  per formance  r a t i n g .  Thi s  r e f e r e n c e  v a r i e d  f rom a b r i e f  
ment ion  t o  e x p l i c i t l y  s p e l l e d - o u t  p r oc e d u r e s .
Per formance  a p p r a i s a l  sys t ems  have deve l oped  from a s i mp l e  
b e g i n n i n g  t o  t h e  complex p r ocedu r e s  in use  t od a y .  The s i mp l e  
b eg i n n i n g s  were l e s s  s t r u c t u r e d  t han  t h e  p r e s e n t  day sys t ems  bu t  t h e  
main q u e s t i o n  r ema i ns :  Were t h e y  l e s s  e f f e c t i v e ?
Purpose  o f  Per formance  Appra i s a l
Before  an o r g a n i z a t i o n  implements  per formance  a p p r a i s a l  as a 
management t oo l  and s e l e c t s  t h e  a p p r o p r i a t e  pe r fo rmance  a p p r a i s a l  
sys t em t o  be used i t  must  de t e r mi ne  what  i t  wi shes  t o  acc ompl i sh  wi t h  
t h e  a p p r a i s a l  sys t em.  S t r o u l  (1987) r e p o r t s  t h a t  pe r fo rmance  
a p p r a i s a l  has a dual  pu r pos e .  I t  s e r v e s  as a f e e d b a c k  mechanism t o  
f o s t e r  deve l opment  and i n d i v i d u a l  growth o f  t h e  employee,  and as  a 
c o n t r o l  mechanism t o  mo n i t o r  goal  a t t a i n m e n t  and pe r f o r ma nce  o f  t h e  
employee.
Henderson (1984) i n d i c a t e d  t h a t  o r g a n i z a t i o n s  shou l d  ask  
t he ms e l v e s  what  t h e y  would do wi t h  t h e  r a t i n g  d a t a ,  what  t h e y  a r e  
go ing  t o  measure ,  and which i n s t r u m e n t  t o  use .  They a l s o  must  d e c i d e  
how t o  d e t e r mi n e  i n s t r u m e n t  r e l i a b i l i t y ,  how t o  r e s o l v e  a p p r a i s a l - 
r e l a t e d  i s s u e s ,  whe the r  t h e  p ro c e s s  should  be d eve l oped  i n - h o u s e  o r  
c o n t r a c t e d  o u t ,  and how t o  t r a i n  t h e  r a t e r s .  F i n a l l y ,  i t  must  be 
d e c i d e d  i f  t h e  b e n e f i t s  d e r i v e d  a r e  worth t h e  c o s t s .
Types o f  A p p ra i s a l  Tool s
There  a r e  f i v e  g e n e r a l l y  ac c e p t e d  and most  commonly used 
p e r f o r ma nce  a p p r a i s a l  t o o l s  o r  i n s t r u m e n t s  in  use  t o d a y  ( H o d g e t t s ,  
1987) .  These i n c l u d e  g r a p h i c  r a t i n g  s c a l e s ,  a s s e s sm e n t  c e n t e r s ,  
p a i r e d  compar i son  method,  management by o b j e c t i v e s ,  and b e h a v i o r a l  
anchored  r a t i n g  s c a l e s .
Graphic  Ra t ing  S c a l e s . The l i t e r a t u r e  r e p o r t s  t h e  g r a p h i c  
r a t i n g  s c a l e  t o  be t h e  most  wi de l y  used o f  t h e  p e r f o r ma nce  a p p r a i s a l  
r a t i n g  i n s t r u m e n t s  ( Ho d g e t t s ,  1987) .  As t h e  name i m p l i e s ,  t h e  method 
employs a c h a r t .  Each employee i s  g iven  a r a t i n g  by c a t e g o r y  o r  j o b  
d e s c r i p t i o n .  Ra t ing  c a t e g o r i e s  w i t h i n  t h e  r a t i n g  s c a l e  may i n c l u d e  
u n s a t i s f a c t o r y ,  f a i r ,  good,  s u p e r i o r  and e x c e p t i o n a l .  Dur ing t h e  
r a t i n g ,  t h e  s u p e r v i s o r  mere ly  has t o  r ead  each o f  t h e  f a c t o r s  
a s s o c i a t e d  wi t h  t h e  j o b  and p l a c e  a check in t h e  a p p r o p r i a t e  column 
f o r  each employee.  By a s s i g n i n g  a number v a l u e  t o  t h e  r a t i n g ,  a 
t o t a l  s c o r e  can be o b t a i n e d  f o r  t h e  employee.
P a i r e d  Comparison Method. Thi s  method was r e p o r t e d  by Hodge t t s  
(1987)  t o  be an improvement  over  t h e  g r a p h i c  r a t i n g  s c a l e  method o f  
p e r fo rmance  a p p r a i s a l .  The p a i r e d  compar i son method i s  more 
d i s c r i m i n a t i n g  in i t s  approach .  In t h i s  method each employee i s  
r a t e d  a g a i n s t  each o f  t h e  o t h e r  employees  in t h e  s e c t i o n  o r  group f o r  
t h e  d i f f e r e n t  f a c t o r s  used in  t h e  pe r formance  a p p r a i s a l .  Th i s  method 
g i v e s  an i n d i v i d u a l  compar i son among t h e  employees .  Al l  o f  t h e  
employees  may be doing a good j o b  but  t h e  i n d i v i d u a l  w i l l  know how he 
o r  she i s  do ing  in compar i son t o  t h e  r e s t  o f  t h e  g roup .
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Assessment  C e n t e r s . Thi s  method o f  pe r fo rmance  a p p r a i s a l  has 
become ve ry  p o p u l a r  in t h e  l a s t  few y e a r s .  Hodge t t s  (1987)  r e p o r t s  
t h a t  i t  i s  be i ng  used by some big  name o r g a n i z a t i o n s  such as  J .  C. 
Penney,  GE, IBM, M e r r i l l  Lynch and t h e  FBI. Assessment  c e n t e r s  
e v a l u a t e  t h e  employee on a long r ange  b a s i s .  Assessment  t e c h n i q u e s  
a r e  used t o  measure  o n - t h e - j o b  per formance  by a number o f  a s s e s s o r s  
who a r e  t h o r o u g h l y  t r a i n e d ,  and t h e  f i n a l  a p p r a i s a l  d e c i s i o n  i s  made 
by t h e  group o f  a s s e s s o r s  a t  t h e  end o f  t h e  e x e r c i s e s  and no t  d u r i n g  
t h e  e x e r c i s e .
H odge t t s  (1987) i n d i c a t e s  t h e r e  a r e  t h r e e  c onc e r ns  about  t h e  
a s s e s s m e n t  c e n t e r  form o f  per formance  a p p r a i s a l .  F i r s t ,  t h e  m a j o r i t y  
o f  t h e  v a l i d a t i o n  s t u d i e s  have been r e s t r i c t e d  t o  l a r g e  b u s i n e s s  
o r g a n i z a t i o n s .  The need f o r  p r o p e r l y  t r a i n e d  e v a l u a t o r s  and a 
p r o p e r l y  o r g a n i z e d  a s s e s sme n t  c e n t e r  i s  t h e  second c o n ce r n .  I f  t h e s e  
a r e  n o t  a c c ompl i she d ,  t h e  e v a l u a t o r s  may no t  know what  t h e y  a r e  do ing  
o r  why t h e y  a r e  doing  i t .  The t h i r d  conce rn  i s  whe t he r  t h e  method 
can be s u c c e s s f u l l y  de f ended  in a c o u r t  o f  law.
Behav i o r a l  Anchored Rat ing  S c a l e s . Thi s  i s  a new form o f  
pe r f o r ma nce  a p p r a i s a l  t h a t  has been deve l oped  o ve r  t h e  l a s t  few 
y e a r s .  H odge t t s  (1987) r e p o r t s  t h a t  more d e t a i l e d  and e q u i t a b l e  
e v a l u a t i o n s  r e s u l t  from t h i s  method then  any o t h e r ,  o r  so i s  t h e  
c l a i m  o f  i t s  a d v o c a t e s .  The b e h a v i o r a l  anchored r a t i n g  s c a l e s  o r  
BARS u s u a l l y  c o n s i s t  o f  f i v e  s t e p s .  F i r s t ,  e f f e c t i v e  and i n e f f e c t i v e  
b e h a v i o r  must  be i d e n t i f i e d .  C l u s t e r i n g  t h e  b e h a v i o r s  i n t o  s e t s  o f  
f i v e  o r  t e n  i s  t h e  second s t e p .  Reviewing t h e  s e t s ,  and r a n k i n g  them
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a r e  t h e  t h i r d  and f o u r t h  s t e p s .  F i n a l l y ,  t h e  i n s t r u m e n t  i s  
c o n s t r u c t e d  f o r  pe r s onne l  e v a l u a t i o n .
Thi s  method o f  per formance  a p p r a i s a l  has  some obv ious  
s h o r t c o m i n g s  ( Ho d g e t t s ,  1987) .  The most  obv ious  o f  t h e s e  i s  t h a t  t h e  
method i s  ve ry  t i me  consuming and e xpe ns i ve  t o  p e r f o r m.  The number 
o f  r a t i n g  s c a l e s  f o r  per fo rmance  c r i t e r i a  can be numerous .  C r i t e r i a  
c o u l d  i n c l u d e  j o b  i nvo l vemen t ,  knowledge and j udgment ,  a d a p t a b i l i t y  
and i n t e r p e r s o n a l  r e l a t i o n s h i p s .  A f t e r  t h e  s c a l e s  a r e  c o n s t r u c t e d ,  
t h e  r a t e r  must  r a t e  each employee on each c r i t e r i o n .  The r a t i n g  
p r o c e s s  cou l d  t a k e  as long  as h a l f  an hour  t o  an hour  p e r  employee ,  
whereas  t h e  g r a p h i c  r a t i n g  s c a l e  cou l d  be comple t ed  in f i v e  o r  t e n  
m i n u t e s .
The b e h a v i o r a l  anchored  r a t i n g  s c a l e  has  f o u r  a d v a n t a g e s  when 
i t  i s  compared t o  o t h e r  forms o f  per formance  r a t i n g  s c a l e s  ( H o dg e t t s ,  
1987) .  The f i r s t  o f  t h e s e  i s  t h a t  t h e  s t a n d a r d s  o f  e v a l u a t i o n  a r e  
c l e a r .  The r a t e r  shou ld  have no t r o u b l e  d i s t i n g u i s h i n g  among 
o u t s t a n d i n g ,  good,  ave r a ge  o r  poor  pe r fo rmance .  A second ad v a n t ag e  
i s  t h a t  t h e  e v a l u a t i o n  form i s  h i g h l y  v a l i d  and r e l i a b l e .  The form 
i s  c o n s t r u c t e d  by i n d i v i d u a l s  who a r e  knowledgeable  o f  t h e  j o b  and 
i t s  r e q u i r e m e n t s .  The t h i r d  advan t age  i s  t h a t  t h e  r a t e r  w i l l  have a 
much b e t t e r  i de a  o f  what  i s  be ing r a t e d  because  t h e  i n s t r u m e n t  i s  
composed o f  f i v e  o r  s i x  per formance  d i me n s i o n s .  The e a s e  w i t h  which 
t h e  r a t e r  can use  t h e  d i mens ions  t o  i n d i c a t e  where t h e  employee i s  
n o t  p e r fo r mi ng  wel l  and how he can improve i s  t h e  f o u r t h  a d v a n t a ge .
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Management bv O b j e c t i v e s . Hodge t t s  (1987)  s t a t e s  t h a t  
Management by O b j e c t i v e s  a l l ows  t h e  s u p e r i o r  and t h e  s u b o r d i n a t e  t o  
j o i n t l y  i d e n t i f y  common g o a l s ,  d e f i n e  major  a r e a s  o f  r e s p o n s i b i l i t y  
in t e rms  o f  e xpe c t e d  r e s u l t s ,  and use t h e s e  measures  as  g u i d e s  t o  
g r ad e  t h e  c o n t r i b u t i o n s  o f  each member,  and t o  o p e r a t e  a u n i t .  There  
a r e  s i x  major  s t e p s  in Management by O b j e c t i v e s .  The manager  must  
f i r s t  i d e n t i f y  t h e  u n i t ' s  g o a l s .  The second s t e p  i s  c l e a r l y
d e s c r i b i n g  i n d i v i d u a l s  in t h e  o r g a n i z a t i o n  and t h e i r  p a s t  work
r e c o r d .  S e t t i n g  o b j e c t i v e s  wi th  i n d i v i d u a l  worker s  i s  t h e  t h i r d  
s t e p .  The f o u r t h  s t e p  i s  d e ve l op i ng  a workshee t  t h a t  w i l l  show what
t a s k s  a r e  t o  be done,  how t h e y  a r e  t o  be acc ompl i she d ,  and how wel l
t h e y  a r e  be i ng  accompl i shed .  The p e r i o d i c  r ev i e w o f  g o a l s  and 
accompl i shment s  i s  t h e  f i f t h  s t e p .  The f i n a l  s t e p  i s  t o  r ev i e w t h e  
y e a r ' s  accompl i shment s ,  and s e t  g o a l s  f o r  t h e  f o l l o w i n g  y e a r .
The Management by O b j e c t i v e s  p ro ce s s  has  become ve ry  p o p u l a r  and 
Hodge t t s  (1987)  r e p o r t s  t h a t  i t  has s i x  a dva n t age s  o ve r  o t h e r  forms 
o f  pe r fo rmance  a p p r a i s a l .  One, t h e  p r oc e du r e  a l l ows  f o r  and g i v e s  
a t t e n t i o n  t o  t h e  s u b o r d i n a t e  in t h e  g o a l - s e t t i n g  p r o c e s s .  The second 
advan t age  i s  t h a t  t h e  sys t em i s  t i e d  t o  a t i me  d imens ion  and p l a c e s  a 
s t r o n g  emphasi s  on q u a n t i f i a b l e  o b j e c t i v e s .  An example would be t o  
c u t  t a r d i n e s s  by 20% w i t h i n  a g iven  t ime p e r i o d .  A c o n c e n t r a t i o n  on 
t h e  o r g a n i z a t i o n ' s  key o b j e c t i v e s  i s  a t h i r d  a d v a n t a g e .  The f o u r t h  
adva n t age  i s  t h e  manageable  number o f  o b j e c t i v e s  t h a t  emphasi s  i s  
p l a c e d  on.  The f i f t h  advan t age  i s  t o  he l p  l i n k  t h e  o r g a n i z a t i o n  
t o g e t h e r  by c o o r d i n a t i n g  t h e  a c t i v i t i e s  o f  a l l  o f  t h e  u n i t s ,  t h o s e
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above ,  on t h e  same l e v e l ,  and t h o s e  below.  Encouraging  t h e  manager  
t o  d e v o t e  t i me  t o  o v e r a l l  p l a nn i ng  and c o n t r o l ,  and t o  d e l e g a t e  t i me -  
consuming a c t i v i t i e s ,  i s  t h e  s i x t h  advan t age .
Comparison o f  Appr a i s a l  T e c h n i q ue s . Hodge t t s  (1987)  compared 
t h e  f i v e  per formance  a p p r a i s a l  methods .  The a s s e s sm e n t  c e n t e r ,  
b e h a v i o r  anchored  r a t i n g  s c a l e  and management by o b j e c t i v e s  were more 
e f f e c t i v e  in a p p r a i s i n g  per formance  bu t  r e q u i r e d  more t i me  and money 
t o  deve l op  than  t h e  g r a p h i c  r a t i n g  s c a l e  and t h e  p a i r e d  compar i son  
method.  Hodge t t s  m a i n t a i ne d  t h a t  where pe r fo rmance  a p p r a i s a l  i s  
con c e r n e d ,  management u s u a l l y  g e t s  what  i t  pays f o r .  The e a s i e r  i t  
i s  t o  d e ve l op  t h e  a p p r a i s a l  t e c h n i q u e  and t h e  lower  t h e  c o s t s  
i n v o l v e d ,  t h e  h i g h e r  t h e  p o t e n t i a l  f o r  r a t i n g  e r r o r s .
Problems wi t h  Per formance  A p p r a i s a l . There  a r e  s e v e r a l  problems  
a s s o c i a t e d  wi th  per formance  a p p r a i s a l .  Hodge t t s  (1987)  r e p o r t s  f o u r  
such prob lems .  The f i r s t  o f  t h e s e ,  a p p r a i s a l  form c l a r i t y ,  a p p e a r s  
t o  be one o f  t h e  most  common. Un i f o r mi t y  i s  i m p o s s i b l e  i f  each r a t e r  
does  no t  have t h e  same i n t e r p r e t a t i o n  o f  t h e  f a c t o r s  and t h e i r  
meanings .  Wi thout  u n i f o r m i t y  from one r a t e r  t o  t h e  n e x t ,  employees  
can n o t  be compared a c r o s s  r a t e r s .  To overcome t h i s  problem,  t h e  
r a t e r s  must  have a uni form i n t e r p r e t a t i o n  o f  t h e  form.  In a d d i t i o n ,  
t h e  e x p l i c i t  f a c t o r s  and de g r ee s  on which t h e  employee w i l l  be 
e v a l u a t e d  must  be d e s c r i b e d  on t h e  form.  Only by havi ng  t h e  r a t e r s  
meet ,  r ev i e w t h e  form and ag ree  on ground r u l e s  w i l l  t h e  e v a l u a t i o n s  
be c o n s i s t e n t  a c r o s s  r a t e r s .  The second problem i s  t h e  " ha l o  
e f f e c t " .  Th i s  oc c u r s  when t h e  r a t e r  g i v e s  t h e  employee t h e  same
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s c o r e  on a l l  t h e  components .  The employee may be o u t s t a n d i n g  in one 
a r e a  bu t  r e c e i v e s  high r a t i n g s  in a l l  a r e a s  because  o f  t h e  one 
o u t s t a n d i n g  a r e a .  Ce n t r a l  t endency  i s  t h e  t h i r d  problem a s s o c i a t e d  
w i t h  pe r formance  a p p r a i s a l .  Thi s  occu r s  when each employee r e c e i v e s  
t h e  same r a t i n g  r e g a r d l e s s  o f  pe r f o r ma nce .  Th i s  problem c a u s e s  two 
a d d i t i o n a l  p rob lems ;  i t  may cause  t h e  good employee t o  l ook  f o r  a new 
j o b  because  h i s  r e a l  v a l u e  i s  no t  r e v e a l e d  in t h e  e v a l u a t i o n ,  and i t  
makes t h e  e v a l u a t i o n  u s e l e s s .  The f o u r t h  problem i s  l e n i e n c y .  Thi s  
o cc u r s  when t h e  r a t e r  g i v e s  a l l  t h e  employees  t h e  h i g h e s t  p o t e n t i a l  
r a t i n g .  Thi s  t y p e  o f  r a t i n g  can r e s u l t  in t h e  same problems  as  t h o s e  
a s s o c i a t e d  wi t h  c e n t r a l  t e nde nc y  r a t i n g s .
The problems  a s s o c i a t e d  wi th  t h e  per fo rmance  a p p r a i s a l  sys t em 
must  be d e a l t  w i t h .  Hodge t t s  (1987) i n d i c a t e s  t h a t  t h e  problems  
i d e n t i f i e d  a r e  caused  by e i t h e r  t h e  r a t i n g  form o r  t h e  r a t e r .
V a l i d i t y  and r e l i a b i l i t y  a r e  t h e  two major  i s s u e s  t h a t  must  be d e a l t  
w i t h  in pe r fo rmance  a p p r a i s a l .  V a l i d i t y  r e f e r s  t o  t h e  i n s t r u m e n t ' s  
a b i l i t y  t o  measure  what  i t  was d es ig n e d  t o  measure .  R e l i a b i l i t y  
r e f e r s  t o  t h e  a b i l i t y  o f  t h e  i n s t r u m e n t  t o  produce  t h e  same r e s u l t s  
w i t h  r e p e a t e d  use .
Henderson (1984) p o i n t s  ou t  s ev e r a l  a d d i t i o n a l  p o s s i b l e  
problems  wi t h  t h e  r a t i n g  form t h a t  would a f f e c t  v a l i d i t y .  The i t ems  
on t h e  pe r formance  a p p r a i s a l  form must  be we igh t ed  i f  t h e y  a r e  not  o f  
t h e  same d e g r ee  o f  i mpor t ance .  Thi s  a l l ows  each i t em t o  c a r r y  a 
d i f f e r e n t  d e g r ee  o f  wor t h .  A second problem r e l a t e s  t o  t h e  use  o f  
t r a i t s  o r  d i s t i n g u i s h i n g  q u a l i t i e s  o f  c h a r a c t e r  such as  a c c e p t a n c e  o f
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r e s p o n s i b i l i t y ,  a t t i t u d e ,  i n t e g r i t y ,  l o y a l t y  o r  s i n c e r i t y .  These 
t r a i t s  may have l i t t l e  in  common wi t h  j o b  c o n t e n t  and j o b  
pe r f o r ma n c e .  The c r e d i b i l i t y  o f  t h e s e  t r a i t s  on t h e  r a t i n g  form has  
been q u e s t i o n e d  by f e d e r a l  l e g i s l a t i o n  and c o u r t  r u l i n g s  in r e c e n t  
y e a r s .  There  has  been a minimal amount o f  s uc c e s s  in  a t t e m p t i n g  t o  
show ca u s a l  r e l a t i o n s h i p s  between t r a i t s  and p e r f o r ma nc e .  I f  t h e  
t r a i t  i s  t o  be i n c l u d e d  in t h e  per fo rmance  a p p r a i s a l  i n s t r u m e n t ,  i t  
must  be shown t h a t  t h e  t r a i t  i s  j o b - r e l a t e d  o r  w o r k p l a c e - r e l a t e d .
Per formance  a p p r a i s a l  should  c o n c e n t r a t e  on p r e s e n t  p e r f o r ma nce  
and f u t u r e  development  and no t  dwel l  on p a s t  p roblems  ( S t i n e ,  1982) .  
O t h e r  weaknesses  a r e :  u s i n g  p e r s o n a l i t y  i s s u e s  which a r e  n o t  j o b  
r e l a t e d ;  f o c u s i n g  on t h e  per son  and no t  p e r f o r ma nce ;  e v a l u a t i n g  on 
one good o r  bad example o f  pe r fo rmance ;  l e t t i n g  judgment  r e p l a c e  
e v i d e n c e ;  us i ng  f l owe r y  o r  s t o c k  p h r a s e s ;  i n c l u d i n g  h e a r s a y ,  and 
f a i l i n g  t o  w r i t e  enough.
To overcome t h e s e  common weaknesses  S t i n e  (1982)  s u g g e s t s  t h a t  
e v a l u a t o r s  shou ld  keep in  mind t h a t  e v a l u a t i o n  h e l p s  employees  know 
what  i s  e x pe c t e d  o f  them.  E v a l ua t i on  a l s o  h e l p s  s u p e r v i s o r s  a s s e s s  
t r a i n i n g  needs  and t h e  q u a l i t y  o f  work be i ng  p roduced .  In a d d i t i o n ,  
pe r f o r ma nce  a p p r a i s a l  g i v e s  s u p e r v i s o r s  i n f o r m a t i o n  f o r  such 
d e c i s i o n s  as  new a s s i g nm e n t s ,  r a i s e s  and p ro mo t io n s .  E v a l u a t o r s  must  
f o c u s  on j o b  pe r fo rmance  and not  t h e  p e r s o n .  I t  i s  a l s o  h e l p f u l  in 
t h e  e v a l u a t i o n  p ro c e s s  t o  s t r e s s  t h e  f u t u r e  and no t  t h e  p a s t .
Compla in t s  about  per formance  a p p r a i s a l  were r e s e a r c h e d  by t h e  
American S o c i e t y  f o r  T r a i n i n g  & Development  and r e p o r t e d  by Ne l son-
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H o r c h l e r  ( 1988) .  The c o m p l a i n t s  were o b t a i n e d  from a s u r ve y  o f  1 ,700 
o r g a n i z a t i o n s .  The most  f r e q u e n t  c o m p la i n t s  l i s t e d  were :  d i f f e r e n t  
bo s se s  i n t e r p r e t  r a t i n g s  d i f f e r e n t l y ;  b os se s  a r e  no t  t r a i n e d  
p r o p e r l y ;  a c t u a l  employee pe r formance  and r a t i n g  do n o t  a g r e e ;  t h e r e  
a r e  no t  enough s p e c i f i c s  and i n f o r m a t i o n  on improvement  on t h e  
a p p r a i s a l  form.
An a d d i t i o n a l  problem was p o i n t e d  ou t  by G a l l a g h e r  (1978) .  I t  
was d e t e r mi n e d  t h a t  i f  t h e  e v a l u a t o r  was g i ve n  a s p e c i f i c  purpose  f o r  
which t h e  e v a l u a t i o n  was be ing conduc t ed ,  i t  would a f f e c t  t h e  outcome 
o f  t h e  pe r fo rmance  a p p r a i s a l .  I t  was conc l uded  t h a t  i f  t h e  e v a l u a t o r  
was t o l d  t h a t  t h e  a p p r a i s a l  was f o r  a reward ( s a l a r y  i n c r e a s e ,  
p r omo t io n ,  o r  t e n u r e ) ,  t h e  r a t i n g  would be poor .  On t h e  o t h e r  hand,  
i f  t h e  e v a l u a t o r  was t o l d  t h a t  t h e  a p p r a i s a l  was t o  d e t e r m i n e  i f  t h e  
r a t e e  was t o  be pun i s hed  ( d i s mi s s e d ,  pu t  on p r o b a t i o n  o r  l a i d  o f f ) ,  
t h e n  t h e  e v a l u a t i o n  was h i g h e r .  I t  was d e t e r mi ne d  t h a t  a s i n g l e  
e v a l u a t i o n  shou ld  no t  be used f o r  d i f f e r e n t  p u r p o s e s .  The s t a t e d  
p u r po s e  c ou l d  a f f e c t  t h e  outcome.
Per fo rmance  A p p r a i s a l  in t h e  C o o p e r a t i v e  Ex t ens i on  S e r v i c e
In an e a r l y  r e p o r t  o f  per formance  a p p r a i s a l  in t h e  C o o p e r a t i ve  
E x t e n s io n  S e r v i c e ,  Johnson and C a s s e l l  (1962) r e p o r t e d  t h a t  16 s t a t e s  
were u s i n g  a formal  a p p r a i s a l  sys tem.  The a p p r a i s a l  sys t em was 
r e p o r t e d l y  used by 14 s t a t e s  f o r  t r a i n i n g ,  12 f o r  s a l a r y  a d j u s t m e n t ,
11 f o r  p r omot i on ,  9 f o r  p r o f e s s i o n a l  improvement ,  5 f o r  t e n u r e  
d e t e r m i n a t i o n  and by 1 each f o r  t r a n s f e r ,  programs ,  o n - t h e - j o b  
t r a i n i n g ,  methods ,  p r o g r e s s  toward o b j e c t i v e s ,  and r e s u l t s .
Johnson and C a s s e l l  (1962) r e p o r t e d  t h a t  d e t e r m i n i n g  p r e s e n t  
and p o t e n t i a l  pe r fo rmance  was t h e  f i r s t  r e a s o n  f o r  u t i l i z i n g  
pe r f o r ma nce  a p p r a i s a l .  Th i s  should  be t a ken  i n t o  a c c o u n t  when making 
recommendat ions  f o r  s a l a r y  a d j u s t men t  and p romot i on .  The second 
r ea s o n  f o r  pe r fo rmance  a p p r a i s a l  i s  t o  p r ov i d e  a method f o r  employee 
deve l opment .  Thi s  i n c l u d e s  e s t a b l i s h i n g  t h e  p ro p e r  m o t i v a t i o n  and 
e nv i ronmen t  in which t o  work.  Thi s  w i l l  g i v e  t h e  employee i n s i g h t  
i n t o  how wel l  he o r  she i s  doing on t h e  j o b ,  where a s s i s t a n c e  can be 
f ound ,  t h e  g o a l s  o f  t h e  o r g a n i z a t i o n  and what  i s  e x pe c t e d  o f  h i m/ h e r .  
Ex t e n s io n  a d m i n i s t r a t o r s  must  be i n t e r e s t e d  in t h e  e v a l u a t i o n  p l a n  
and s u p e r v i s o r s  must  u nd e r s t a n d  i t  i f  pe r formance  a p p r a i s a l  i s  t o  
work.
Advantages  o f  per formance  a p p r a i s a l  from t h e  v i e w p o i n t  o f  t h e  
a d m i n i s t r a t o r s  a r e :  i d e n t i f y  t r a i n i n g  needs ;  g i v e  a measure  o f  
s u p e r v i s o r y  e f f e c t i v e n e s s ;  p r ov i d e  i n f o r m a t i o n  f o r  p e r so n n e l  
d e c i s i o n s ;  i d e n t i f y  promot ab le  employees and p r o v i d e  a check  o f  
r e c r u i t m e n t  and p lacement  p r oc e d u r e s .  The a dva n t age s  t o  t h e  
s u p e r v i s o r  a r e :  f o r c e  t h e  s u p e r v i s o r  t o  know t h e  employees ;  improve 
s u p e r v i s o r  and s t a f f  r e l a t i o n s h i p s ,  and i d e n t i f y  i n - s e r v i c e  t r a i n i n g  
n e e d s .  Johnson and C a s s e l l  (1962) a l s o  gave a dv a n t a g e s  o f  
pe r f o r ma nce  a p p r a i s a l  t o  t h e  employee.  They were:  i n c r e a s e  mo r a l e ;  
a s s i s t  in uncove r i ng  h idden t a l e n t s ,  and weaknes s es ;  i n c r e a s e  
m o t i v a t i o n ;  i n c r e a s e  c o n f i d e n c e  in management ' s  f a i r n e s s .
Johnson and C as s e l l  (1962) r e p o r t  t h e r e  may be o t h e r  a dva n t age s  
no t  l i s t e d  and t h a t  t h e  l i s t  o f  a dvan t ages  may no t  a pp l y  t o  o n l y  t h e
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E x t en s i o n  S e r v i c e .  O b j e c t i o n s  t o  per formance  a p p r a i s a l  were a l s o  
g i v e n .  These o b j e c t i o n s  i n c l u d e :  (1) r e l u c t a n c e  t o  j udge  o t h e r s ,  (2) 
a p p r a i s a l  i n s t r u m e n t s  do no t  i n c l u de  a l l  i m p o r t a n t  a s p e c t s  o f  t h e  
j o b ,  (3)  i n t e r f e r e n c e  wi t h  e s t a b l i s h e d  p a t t e r n s  o f  work,  (4)  
r e l u c t a n c e  t o  e x p l a i n  a p p r a i s a l  r e s u l t s  t o  s t a f f ,  (5) a p p r a i s a l s  must  
be e x p l a i n e d  t o  pe e r s  a n d / o r  s u p e r i o r s ,  (6) a p p r a i s a l  i n s t r u m e n t s  
have no r e l a t i o n  t o  pe r f o r ma nce ,  (7) r e q u i r e d  changes  in a p p r a i s a l  
i n s t r u m e n t s  w i l l  no t  be made,  (8) r e s u l t s  o f  a p p r a i s a l  do n o t  seem t o  
make any d i f f e r e n c e  and (9)  t h e  t ime and e f f o r t  i n v o l ve d .
A d m i n i s t r a t i v e  and s u p e r v i s o r y  s t a f f  members a r e  r e s p o n s i b l e  
f o r  t h e  pe r fo rmance  a p p r a i s a l  sys t em,  i t s  i mp l e me n t a t i o n  and f o l l o w  
t h r ou g h  in t h e  C o o pe r a t i v e  Ex t ens ion  S e r v i c e .  Johnson and C a s s e l l  
(1962)  p o i n t  o u t  t h a t  pe rhaps  t h e  g r e a t e s t  p o t e n t i a l  v a l u e  o f  t h e  
p e r f o r ma nce  a p p r a i s a l  p r o c e s s  i s  t h e  o p p o r t u n i t y  i t  a l l ows  f o r  coun t y  
s t a f f  members and s u p e r v i s o r s  t o  communicate about  t h e  s u c c e s s f u l  
c o nduc t  o f  t h e  program.
Heckel  (1978) r e p o r t s  t h a t  s u p e r v i s o r s  and a d m i n i s t r a t o r s  have 
a most  d i f f i c u l t  j o b  measur i ng  a c c u r a t e l y  t h e  pe r f o r ma nce  o f  
e x t e n s i o n  e d u c a t o r s .  Reasons g iven  f o r  t h i s  i n c l u d e  t h e  broad  
spec t r um o f  s u b j e c t  m a t t e r  covered by t h e  a g e n t s ,  v a r i e d  c l i e n t e l e  o f  
e x t e n s i o n  programs ,  and t h e  v a r i e t y  o f  e d u c a t i o n a l  methods used in 
d e l i v e r i n g  programs.  The c o m p l e x i t i e s  in t h e  e v a l u a t i o n  p r o c e s s  make 
i t  e x t r e m e l y  d i f f i c u l t  t o  minimize  s u b j e c t i v e  j udgment .  In a d d i t i o n ,  
t h e  measurement  o f  per fo rmance  i s  a u s e l e s s  e x e r c i s e  i f  t h e  
i n d i v i d u a l  be i ng  e v a l u a t e d  does not  u n d e r s t a n d  what  i s  e x p e c t e d  o f
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him.
In t h e  l a t e  1970s t h e  American I n s t i t u t e s  f o r  Resea r ch  was 
awarded a c o n t r a c t  t o  deve l op  a j o b  a n a l y s i s ,  s e l e c t i o n  i n s t r u m e n t s  
and p e r f o r ma nce  e v a l u a t i o n  sys t em f o r  t h e  Uni t ed  S t a t e s  Depar tment  o f  
A g r i c u l t u r e ,  Co o pe r a t i ve  Ex t ens ion  S e r v i c e .  Hahn, Brumback and 
Edwards ,  (1979a,  p.  2) r e p o r t e d  t h e  per formance  a p p r a i s a l  o b j e c t i v e  
o f  t h e  American I n s t i t u t e s  f o r  Research s t u d y  t o  be,  "Model 
p e r f o r ma nce  e v a l u a t i o n  sys tem and p r oc e d u r es  f o r  use  a t  t h e  
p r o b a t i o n a r y  l e v e l  (up t o  two y e a r s )  and a t  t h e  e x p e r i e n c e d - a g e n t  
l e v e l  in each c l a s s ,  a p p l i c a b l e  t o  o t h e r  j u r i s d i c t i o n s ,  and as  
f e a s i b l e  t o  o t h e r  c l a s s e s . "  The r e a s on i n g  behind t h e  s t u d y  i n d i c a t e d  
t h a t  pe r f o r ma nce  a p p r a i s a l  p r a c t i c e s  f r e q u e n t l y  f a i l e d  and,  more 
r e c e n t l y ,  t h a t  per fo rmance  a p p r a i s a l  p ro c e d u r es  were be i ng  q u e s t i o n e d  
in c o u r t .  The r e p o r t e d  g o a l s  o f  t h e  American I n s t i t u t e s  f o r  Research  
s t u d y  were (Hahn, Brumback and Edwards,  p.  6 ) :
1. Encompass o r  be a p p r o p r i a t e  t o  a l l  t h r e e  o f  t h e  p o s i t i o n  
cl  a s s e s
2.  R e l a t e  t o  t h e  c r i t i c a l  j o b  d u t i e s  o f  each p o s i t i o n
3.  Be f r e e  from n o n - j o b - r e l a t e d  f a c t o r s
4.  Take i n t o  c o n s i d e r a t i o n  t h e  d i f f e r e n c e  in t h e  pe r f o r ma nce  
r e q u i r e m e n t s  o f  t h e  e n t r y - l e v e l  agen t  d u r i n g  a p r o b a t i o n a r y  
p e r i o d  o r  up t o  two y e a r s  and t h e  f u l l y  e x p e r i e n c e d  a g e n t
5.  P r ov i de  d a t a  and r e c o r d s  p r i m a r i l y  f o r  use  in s a l a r y  
i n c r e a s e  d e t e r m i n a t i o n
6.  R e l a t e  t o  t h e  p l a n n i n g  and c o n t r o l  f u n c t i o n s  o f  t h e
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o r g a n i z a t i o n
7.  Be c a p a b l e  o f  l e a d i n g  t o  improvements  in mutual  s e t t i n g  o f  
o b j e c t i v e s ,  p ro b l e m - s o l v i n g  and s e t t i n g  o f  s t a n d a r d s  f o r  
a s s e s s i n g  t h e  accompl i shment  o f  t h e  o b j e c t i v e s
8.  Be a d m i n i s t r a t i v e l y  and e c o n o m i c a l l y  f e a s i b l e
9.  Enable  d e t e r m i n a t i o n  o f  i t s  p o r t a b i l i t y  t o  o t h e r  
j u r i s d i c t i o n s  and j o b  c l a s s e s
Per formance  a p p r a i s a l  t e n d s  t o  become a r i t u a l i s t i c  and 
be g r udg i ng  e x e r c i s e  u n l e s s  i t  i s  an i n t e g r a l  p a r t  o f  t h e  program and 
p e r so n n e l  management .  In c onduc t i ng  t h e  r e s e a r c h  f o r  t h e  s t u d y ,
Hahn,  Brumback and Edwards ( 1979a) ,  r e q u e s t e d  pe r f o r ma nce  e v a l u a t i o n  
p r o c e d u r e s  f rom a l l  50 s t a t e s .  I t  was found t h a t  a l mos t  a l l  o f  t h e  
E x t e n s io n  S e r v i c e s  had a formal  e v a l u a t i o n  o f  a g e n t ' s  p e r fo r ma nc e .
The q u e s t  was f o r  t h e  what ,  why, how, who and when o f  p e r f o r ma nce  
a p p r a i s a l  in t h e  C o o p e r a t i ve  Ex t ens i on  S e r v i c e .  In r e v i e wi n g  t h e  
p r e s e n t  a p p r a i s a l  sys t ems  i t  was found t h a t  t h e y  p o s s e s s e d  on l y  
p a r t i a l  r e l e v a n c e  t o  j o b  r e q u i r e m e n t s  and t h e  s t a n d a r d s  were 
s u b j e c t i v e  and ambiguous.
Hahn, Brumback and Edwards (1979a)  r e p o r t e d  t h a t  t h e  c o n t e n t  
p a r t  r e v e a l e d  on l y  p a r t i a l  r e l e v a n c e  t o  j o b  r e q u i r e m e n t s .  I t  was 
found t h a t  some sys t ems  i n c l u d ed  t r a i t s  o r  p e r s o n a l - o r i e n t e d  
e v a l u a t i o n  e l e me n t s  o f  dub ious  r e l e v a n c e  t o  t h e  j o b .  I t  was a l s o  
found t h a t  i m p or t a n t  e l e me n t s  o f  t h e  j o b  appea r ed  t o  be m i s s i n g .  
Problems were e v i d e n t  w i t h  s u b j e c t i v i t y  and amb i g u i t y  o f  t h e  
s t a n d a r d s  f o r  e v a l u a t i n g  t h e  e l eme n t s .
29
When Hahn, Brumback and Edwards (1979a)  approached  t h e  why 
q u e s t i o n ,  i t  was found t h a t  t h e  pr edomi nan t  purpos e  was s a l a r y  
a d m i n i s t r a t i o n .  Thi s  i n v o l v e s  both t e c h n i c a l  and p s y c h o l o g i c a l  
i s s u e s  which a r e  complex and c o n t r o v e r s i a l . I t  was r e p o r t e d  t h a t  
some o f  t h e  C o o p e r a t i ve  Ex t ens ion  S e r v i c e s  were v e r y  gua rded  in how 
t h e  pe r fo rmance  a p p r a i s a l  sys t em was l i n k e d  t o  pay.  Thi s  i n f o r m a t i o n  
be i ng  p r i v a t e  gave t e s t i m o n y  t o  i t s  c o n t r o v e r s i a l  n a t u r e .  In t h e  
formal  e v a l u a t i o n s  o f  a g e n t s ,  i t  was found t h e r e  was ve ry  l i t t l e  
pe r f o r ma nce  a n a l y s i s .  I t  was a l s o  found t h a t  most  o f  t h e  sys t ems  
were d e s i g n e d  t o  l ook  backward r a t h e r  t ha n  fo r war d .  The need f o r  
m o d i f i c a t i o n  was found t o  be most  e v i d e n t  in c o n t e n t  and sys t em-  
r e l a t e d  c hange s .  One o f  t h e  t y p i c a l  o p e r a t i o n a l  problems r e p o r t e d  
was t h a t  s u p e r v i s o r s  were r e l u c t a n t  t o  d i s c u s s  pe r fo rmance  even on 
formal  o c c a s i o n s .  With t h i s  background i n f o r m a t i o n ,  Hahn, Brumback 
and Edwards (1979)  conduc t ed  i n de p t h  s u r v e y s  wi t h  Co op e r a t i ve  
Ex t e n s io n  S e r v i c e s  in e i g h t  s t a t e s .  The s t a t e s  i n c l u d e d  were 
Washington,  Texas ,  Iowa, New Mexico,  New Hampshi re ,  P e nn s y l v a n i a ,  
Michigan and South C a r o l i n a .  A management by o b j e c t i v e  t yp e  
p e r f o r ma nce  a p p r a i s a l  sys tem was deve l oped  by t h e  American I n s t i t u t e s  
f o r  Research  and f i e l d  t e s t e d  in Michigan.  The p e r c e p t i o n s  o f  10 
coun t y  a g e n t s ,  19 count y  d i r e c t o r s  and e i g h t  d i s t r i c t  s u p e r v i s o r s  
were o b t a i n e d  d u r i n g  t h e  f i e l d  t e s t .  These p e r c e p t i o n s  w i l l  be 
r e p o r t e d  l a t e r  in  t h i s  r ev i ew o f  l i t e r a t u r e .
The pe r fo rmance  a p p r a i s a l  system deve l oped  f o r  t h e  C o o pe r a t i ve  
E x t en s i o n  S e r v i c e  by American I n s t i t u t e s  f o r  Research  has f o u r  main
component s .  These a r e  (Hahn, Brumback & Edwards,  1979a,  p.  73) 
" o b j e c t i v e  s e t t i n g ,  s e l f - r e p o r t s  o f  accompl i shment s  on o b j e c t i v e s ,  
s u p e r v i s o r y  r ev i e w and a n a l y s i s ,  and r ev i ew and p l a n n i n g  
d i s c u s s i o n s . "  The o b j e c t i v e  s e t t i n g  would be done a t  t h e  b e g i nn i n g  
o f  t h e  pe r fo rmance  a p p r a i s a l  p e r i o d  and be l i m i t e d  t o  t h r e e  t o  s i x  
o b j e c t i v e s .  The o b j e c t i v e s  should  be ones f o r  which t h e  a g en t  has 
p r i mar y  r e s p o n s i b i l i t y ,  measurab le  f o r  change ,  and r e q u i r e  a 
s u b s t a n t i a l  amount o f  t h e  a g e n t ' s  t ime d u r i n g  t h e  pe r formance  
a p p r a i s a l  p e r i o d .  The second component ,  s e l f - r e p o r t s  o f  
a cc ompl i shmen t s ,  would i n c l u d e  accompl i shment  r e p o r t s  on t h e  key 
o b j e c t i v e s  s e t  f o r t h  f o r  t h a t  p e r io d  and r e p o r t s  on a l l  o t h e r  work 
outcomes .  The r e p o r t s  would be s ub mi t t e d  t o  t h e  s u p e r v i s o r  a l ong 
wi t h  s u p p o r t i n g  e v i de nc e  a t  t h e  end o f  t h e  per fo rmance  p e r i o d .
Review o f  accompl i shment s  i s  t h e  t h i r d  component .  The s u p e r v i s o r  
r ev i e ws  t h e  a g e n t ' s  s e l f - r e p o r t i n g  o f  accompl i shment s  and s u p p o r t i n g  
e v i d e n c e  f o r  t h a t  per formance  a p p r a i s a l  p e r i o d  and a s s i g n s  an 
a t t a i n m e n t  s t a t u s  s c o r e  t o  i t .  The key r e s u l t s  va l ue  i s  t he n  
computed by m u l t i p l y i n g  t h e  a t t a i n m e n t  s c o r e  by t h e  v a l ue  w e i gh t  f o r  
t h a t  key o b j e c t i v e .  These f i g u r e s  a r e  averaged  ove r  t h e  key 
o b j e c t i v e s  f o r  t h a t  agen t  t o  o b t a i n  a key o b j e c t i v e  s c o r e .  When more 
t h a n  one s u p e r v i s o r  s c o r e s  t h e  o b j e c t i v e s ,  any d i f f e r e n c e s  must  be 
worked ou t  b e f o r e  t h e  s c o r e s  a r e  d i s c u s s e d  wi t h  t h e  a g e n t .  The 
f o u r t h  p a r t  o f  t h e  per fo rmance  a p p r a i s a l  sys t em i n c l u d e s  r ev i e w o f  
pe r f o r ma nce  a g a i n s t  s t a n d a r d s .  In t h i s  p a r t ,  t h e  s u p e r v i s o r  r a t e s  
t h e  a g e n t  a g a i n s t  t h e  r e s u l t s - o r i e n t e d  and j o b - r e l a t e d  b e h a v i o r
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o r i e n t e d  s t a n d a r d s .  The s t a n d a r d s  a r e  i n t e n d ed  t o  c ove r  a l l  j o b  
c l a s s e s .
The comple t ed  per formance  a p p r a i s a l  sys t em was p r e s e n t e d  in a 
s upplement  by Hahn, Brumback and Edwards,  (1979b) .  The sys t em was 
d e s i g n e d  t o  be a n ev e r - e n d i n g  c y c l e .  I t  i n t e g r a t e s  t h e  f u n c t i o n s  o f  
r ev i e w,  a n a l y s i s  and p l a n n i n g .  The r e s u l t s  o f  one s t e p  l e a d  d i r e c t l y  
t o  t h e  n e x t .  Hahn, (1979,  p.  40) s t a t e d ,  "The f u l l  pe r fo rmance  
e v a l u a t i o n  sys t em i s  recommended f o r  i mpl emen t a t i on  s i n c e  t h i s  w i l l  
y i e l d  maximum b e n e f i t  t h r ough  t h e  i n c l u s i o n  o f  e l eme n t s  c once r ned  
w i t h  m e r i t  pay,  agen t  development  and program p l a n n i n g  and c o n t r o l  
f u n c t i o n s . "
An overv i ew o f  t h e  e s s e n t i a l  e l emen t s  which shou ld  be c o n t a i n e d  
in  a c o o p e r a t i v e  e x t e n s i o n  s e r v i c e  per fo rmance  a p p r a i s a l  sys t em was 
p r e s e n t e d  by Buford (1979,  pp.  49-50)  and f o l l ow s  t h e  management by 
o b j e c t i v e s  t e c h n i q u e .  The e l emen t s  g iven  were:
1. A j o b  a n a l y s i s  s e r v e s  as t h e  f o u n d a t i o n  f o r  t h e  per fo rmance  
a p p r a i s a l .  I t  d e t e r mi n e s  t h e  c r i t i c a l  work b e h a v i o r s  
(pe r f o r manc e  c r i t e r i a )  which a r e  e v a l u a t e d .
2.  The p l a n  o f  work s e r v e s  as  t h e  b a s i s  f o r  e v a l u a t i n g  j o b  
pe r fo rmance  based on t h e  program a r ea  t o  which t h e  i n d i v i d u a l  
i s  a s s i g n e d .  S ince  t h e  p lan  o f  work i s  a w r i t t e n  p l a n  o f  
a c t i o n ,  i t  i s  used as t h e  b l u e p r i n t  t o  measure  j o b  p e r f o r ma nce .
3.  A s p e c i f i c  j o b  as s ignment  i s  made so t h a t  each i n d i v i d u a l  
knows e x a c t l y  what  i s  expec t ed  o f  him. All  j o b  a s s i g n me n t s  
s hou l d  be based on t h e  j o b  a n a l y s i s  and t h e  p l a n  o f  work.
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4.  The e s t a b l i s h m e n t  o f  per formance  s t a n d a r d s  and g o a l s  
e n a b l e s  per fo rmance  t o  be e v a l u a t e d .  I t  i s  n e c e s s a r y  f o r  
managers  a t  a l l  l e v e l s  t o  meet  wi t h  i n d i v i d u a l s  under  t h e i r  
program l e a d e r s h i p  up t o  f o u r  months b e f o r e  t h e  p e r f o r ma nce  
a p p r a i s a l  t a k e s  p l a c e  and e s t a b l i s h  pe r fo rmance  s t a n d a r d s  f o r  
each c r i t e r i o n  t o  be e v a l u a t e d .
5.  Each i n d i v i d u a l  should  be r e q u i r e d  t o  p r e s e n t  e v i d e n c e  
a n d / o r  documen t a t i on  o f  j ob  per formance  which w i l l  be e v a l u a t e d  
by management ,  ___
6.  The s u p e r v i s o r  r e s p o n s i b l e  f o r  per fo rmance  a p p r a i s a l  o f  an 
i n d i v i d u a l  must  o b s e r ve  t h e  i n d i v i d u a l  pe r fo rm on t h e  j o b ,  in 
o r d e r  t o  be a b l e  t o  make an a s s e s smen t  o f  t h e  i n d i v i d u a l ' s  j o b  
pe r f o r ma nce .
7.  Moni t o r i ng  sys t ems  des i gned  t o  i d e n t i f y  t h e  r a t i n g  
c h a r a c t e r i s t i c s  o f  s u p e r v i s o r s  e n ab l e  management t o  d e t e c t  and 
compensa te  f o r  b i a s .
Buford aga i n  commented on t h e  C o o p e r a t i v e  Ex t ens i on  S e r v i c e  
pe r f o r ma nce  a p p r a i s a l  sys t em in 1990. He s t a t e d  t h a t  a c c u r a t e  
measurement  and reward o f  per formance  i s  i m p o r t a n t .  Pe r formance  
a p p r a i s a l  w i t h i n  t h e  Ex t ens i on  S e r v i c e  o f t e n  has  r a t i n g s  t h a t  a r e  
vague ,  s u b j e c t i v e ,  and i m p r e s s i o n i s t i c .  C o n t r i b u t i o n s  t o  s p e c i f i c ,  
w e l l - d e f i n e d  o b j e c t i v e s  shou ld  be focused  on.  Both m o t i v a t i o n  and 
pe r f o r ma nce  w i l l  be d i m i n i s he d  i f  d e s i r e d  per formance  i s  n o t  c l e a r l y  
t i e d  t o  r ewar ds .
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P e r c e p t i o n s  o f  Per formance  Appr a i s a l
P e r c e p t i o n s  o f  pe r formance  a p p r a i s a l  w i l l  be d i v i d e d  i n t o  
s e c t i o n s  as  t h e y  p e r t a i n  t o  t h e  d i f f e r e n t  a r e a s  o f  t h e  pe r f o r ma nce  
a p p r a i s a l  p r o c e s s .  P e r c e p t i o n s  w i l l  be p r e s e n t e d  as  a v a i l a b l e  from 
t h e  s t a n d p o i n t  o f  t h e  employee,  t h e  s u p e r v i s o r  and a d m i n i s t r a t i o n .
Length o f  E v a l u a t i o n  and O b s e r v a t i o n . The l e n g t h  o f  t h e  
p e r f o r ma nce  a p p r a i s a l  i n t e r v i e w ,  and t h e  f r eq ue n cy  and l e n g t h  o f  t i me  
a s u p e r v i s o r  spends  on e v a l u a t i o n  o r  o b s e r v i n g  t h e  employee ,  s hou l d  
have a b e a r i n g  on t h e  a g e n t ' s  p e r c e p t i o n  o f  t h e  pe r f o r ma nce  a p p r a i s a l  
sys t em.  Thi s  would have s p e c i a l  c o n s i d e r a t i o n  when one c o n s i d e r s  
t h a t  s u p e r v i s i o n  in t h e  Co o p e r a t i v e  Ex t ens i on  S e r v i c e  in  many c a s e s  
may be by long d i s t a n c e .  Heckel (1978) r e p o r t e d  t h a t  more t i me  
s hou l d  be s pe n t  by s u p e r v i s o r s  on s i t e  t o  see  how e f f e c t i v e l y  
e x t e n s i o n  a g e n t s  conduc t  farm and home v i s i t s ,  m e e t i n g s ,  o f f i c e  
v i s i t s  and workshops .  The s t r e n g t h s  and weaknesses  e x h i b i t e d  by t h e  
e x t e n s i o n  e d u c a t o r s  shou ld  be d i s c u s s e d  f o l l o w i n g  such o b s e r v a t i o n s .
Ohio coun t y  a g en t s  were asked by P o t t s  (1984)  t o  r e s pond  t o  t h e  
f r e q u e n c y  o f  formal  s u p e r v i s o r  o b s e r v a t i o n  o f  t h e  a g e n t / t e a c h e r  f o r  
e v a l u a t i o n .  The r e s u l t s  were (n=80) :  57% n ev e r ,  27% once ,  4% t w i c e  
and 10% t h r e e  o r  more t i m e s .  Concerning in formal  o b s e r v a t i o n ,  t h e  
r e s p o n s e s  were:  21% n e v e r ,  37% once,  13% t w i c e  and 28% t h r e e  o r  more 
t i m e s .  When asked what  f i r s t - h a n d  i n f o r m a t i o n  (mee t ing  e v a l u a t i o n s ,  
l e s s o n  p l a n s ,  n e w s l e t t e r s ,  l e t t e r s  from c l i e n t e l e ,  e t c . )  t h e  
s u p e r v i s o r  had about  j o b  pe r fo rmance ,  t h e  r e s p o n s e  was 23% a g r e a t  
d e a l ,  35% a f a i r  amount ,  20% some, 18% a l i t t l e  and 2% none a t  a l l .
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When a g e n t s  were asked about, t h e  amount o f  i n f o r m a t i o n  p r ov i d e d  t o  
s u p e r v i s o r s  such as newspaper  c l i p p i n g s ,  and program e v a l u a t i o n s ,  t h e  
r e s p o n s e s  were as f o l l o w s  ( n ;82) :  2% no i n f o r m a t i o n ,  22% a l i t t l e  
i n f o r m a t i o n ,  29% some i n f o r m a t i o n ,  32% f a i r  amount and 15% a l o t  o f  
i n f o r m a t i o n .
Concern i ng  t ime s pen t  1 county  agen t  e v a l u a t i o n s ,  P o t t s
(1984)  r e p o r t e d  t h a t  s u p e r v i s o r s  s t a t e d  t h a t  t he y  s p e n t  f rom 25% t o  
60% o f  t o t a l  work t ime doing  some a s p e c t  o f  pe r formance  a p p r a i s a l .
The s u p e r v i s o r s  i n d i c a t e d  t h e r e  was no reward system f o r  do i ng  a good 
j o b  wi t h  t h e  pe r formance  a p p r a i s a l .  Agents  r esponded t h a t  
s u p e r v i s o r s  s pe n t  t oo  much t ime in Columbus,  t h e  s t a t e  o f f i c e .  
T h e r e f o r e ,  t h e  s u p e r v i s o r s  d i d  not  have t ime t o  do t h e i r  j o b ,  i . e . ,  
o b s e r v i n g  a g en t s  in t he  pe r formance  o f  t h e i r  j o b s .  I t  was f e l t  by 
t h e  s u p e r v i s o r s  t h a t  t h e r e  was need f o r  more d i r e c t  i n t e r p e r s o n a l  
c o n t a c t  w i t h  each agen t  and t h a t  I t  was an i m p o ss i b l e  j o b  t o  do 
a d e q u a t e  o b s e r v a t i o n  o f  each a g e n t .
T h e r e f o r e  t h e  s u p e r v i s o r s  r e l i e d  more h e a v i l y  on w r i t t e n  m a t e r i a l s  
p roduced  by a g e n t s .  P o t t s  (1984) a l s o  r e p o r t e d  t h a t  s u p e r v i s o r s  f e e l  
t h a t  e x t e n s i o n  a d m i n i s t r a t i o n  need t o  d e c i d e  whe the r  s u p e r v i s o r s  were 
a d m i n i s t r a t o r s  o r  pe r s onne l  o f f i c e r s .  These were s e p a r a t e  j o b s  in 
b u s i n e s s  and i n d u s t r y .
Abse n t ee  s u p e r v i s i o n  and e v a l u a t i o n  o f  count y  a g e n t s  by 
d i s t r i c t  a g e n t s  has been i n d i c a t e d  as a p o t e n t i a l  problem.  P e t e r s o n  
(1987)  r e p o r t e d  t h a t  64.7% (22) o f  the e x t e n s i o n  s u p e r v i s o r s  v i s i t e d  
a g e n t s  s e r v i n g  under  them from two to four  t i mes  pe r  y e a r ,  14.7% (5)
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per formed  f i v e  t o  seven v i s i t s  p e r  y e a r ,  8.8% (3)  v i s i t e d  a g e n t s  
e i g h t  t o  t e n  t i mes  a y e a r ,  and 11.8% (4) v i s i t e d  a g e n t s  o ve r  t e n  
t i me s  a y e a r .
The a c t u a l  and d e s i r e d  b e h av i o r s  o f  s u p e r v i s i o n  o f  o b s e r v i n g  
a g e n t s  as  p e r c e i v e d  by t h e  s u p e r v i s o r s  t he ms e l v e s  were compared.  A 
s i g n i f i c a n t  d i f f e r e n c e  was found i n d i c a t i n g  t h a t  t h e  a c t u a l  b e h a v i o r  
d i f f e r e d  from t h e  d e s i r e d .  When t h e  p e r c e p t i o n s  o f  t h e  coun t y  a g e n t s  
c o n ce r n i n g  s u p e r v i s o r y  o b s e r v a t i o n  o f  a g e n t s  were a n a l y z e d ,  P e t e r s o n  
(1987)  found s i m i l a r  s i g n i f i c a n t  d i f f e r e n c e s .  Ex t ens i on  s u p e r v i s o r s  
and a g e n t s  p e r c e i v e d  t h e  p r a c t i c e d  a c t u a l  s i t u a t i o n  t o  be 
c o l l a b o r a t i v e .  Agent  comments about  s u p e r v i s o r  o b s e r v a t i o n  and 
number o f  r e s p o n s e s  were:  not  done ( 33 ) ,  no t  enough f ee d b a c k  ( 5 ) ,  no t  
o n - go i ng  p r o c e s s  (1) and too  informal  ( 2 ) .  S u p e r v i s o r  comments were:  
l a c k  o f  t i me  ( 3 ) ,  d o n ' t  do t h i s  (2) and d i s t a n c e  ( 1 ) .  I t  was 
c onc l uded  t h a t  f o r  t h e  purpose  o f  j o b  improvement ,  coun t y  a g e n t s  
wanted t h e  o p p o r t u n i t y  t o  be obs e r ved .  The number o f  v i s i t s  made by 
. s u p e r v i s o r s  t o  o bs e r ve  a g en t s  was a l s o  used t o  d e t e r m i n e  s i g n i f i c a n t  
d i f f e r e n c e s  between t h e  a c t u a l  b eh a v i o r  and d e s i r e d  b e h a v i o r .  The 
number o f  v i s i t s  was d i v i d e d  i n t o  two g r oups ,  1-4 and o ve r  f o u r .
Over  f o u r  v i s i t s  p e r  y e a r  had a s i g n i f i c a n t  e f f e c t  on a gen t  
pe r f o r ma nce  and r e t e n t i o n / t e r m i n a t i o n  d e c i s i o n s .
E v a l u a t i o n  t e c h n i q u e s  used by mid-management  pe r so n n e l  in 
i n d u s t r i e s  and p u b l i c  s c h oo l s  in Texas were r e p o r t e d  on by Knansar i
(1985) .  I t  was conc l uded  t h a t  t h e r e  was a s i g n i f i c a n t  d i f f e r e n c e  
between t h e  two groups  f o r  t ime s pe n t  in pe r s onne l  e v a l u a t i o n .
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School  pe r s onne l  s pen t  more t ime t ha n  d id  i n d u s t r y  p e r s o n n e l .
E v a l u a t i o n  Form. The e v a l u a t i o n  form may be t h e  most  i m p o r t a n t  
p a r t  o f  t h e  per formance  a p p r a i s a l  sys t em.  I f  t h e  form does  no t  
i n c o r p o r a t e  t h e  d u t i e s  o f  t h e  j o b  and i s  no t  a d m i n i s t e r e d  c o r r e c t l y  
t h e  e n t i r e  p r o c e s s  may wel l  be a was t e  o f  t i me .
Henderson (1984) p o i n t s  ou t  s ev e r a l  p o s s i b l e  problems  wi t h  t h e  
r a t i n g  form t h a t  cou l d  a f f e c t  t h e  v a l i d i t y  a n d / o r  u s e f u l n e s s  o f  t h e  
form.  The i t ems  on t h e  per formance  a p p r a i s a l  form must  be we i gh t ed  
i f  t h e y  a r e  no t  a l l  t h e  same deg r ee  o f  i mpor t ance .  Th i s  a l l o w s  each 
i t em t o  c a r r y  a d i f f e r e n t  deg r ee  o f  wor t h .  Hahn, Brumback and 
Edwards,  (1979a)  r e p o r t e d  t h a t  t h e  per formance  a p p r a i s a l  sys t em 
d eve l oped  by t h e  American I n s t i t u t e s  f o r  Research cou l d  be improved 
by d e v e l o p i n g  a w e i g h t i ng  approach which a l l ows  t h e  most  i m p o r t a n t  
p a r t s  o f  t h e  per formance  a p p r a i s a l  sys tem t o  be g i ve n  t h e  h i g h e s t  
s c o r i n g  v a l u e .
An a d d i t i o n a l  problem wi t h  t h e  form r e p o r t e d  by Henderson 
(1984)  r e l a t e s  t o  t h e  use  o f  t r a i t s  o r  d i s t i n g u i s h i n g  q u a l i t i e s  o f  
c h a r a c t e r  such as a c c e p t a n c e  o f  r e s p o n s i b i l i t y ,  a t t i t u d e ,  i n t e g r i t y ,  
l o y a l t y  o r  s i n c e r i t y .  These t r a i t s  may have l i t t l e  in common wi t h  
j o b  c o n t e n t  and j o b  pe r fo rmance .  The c r e d i b i l i t y  o f  t h e s e  t r a i t s  on 
t h e  r a t i n g  form has  been q u e s t i o n e d  by f e d e r a l  l e g i s l a t i o n  and c o u r t  
r u l i n g s  in  r e c e n t  y e a r s .  The a t t e m p t  t o  show causa l  r e l a t i o n s h i p s  
between t r a i t s  and per fo rmance  has been mi n i ma l l y  s u c c e s s f u l .  I f  t h e  
t r a i t  was t o  be i n c l u de d  in t h e  per formance  a p p r a i s a l  i n s t r u m e n t ,  i t  
must  be shown t h a t  t h e  t r a i t  has j o b  o r  wo r k- p l a c e  r e l a t i o n s .
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Johnson and C a s s e l l  (1962) r e p o r t  o v e r a l l  o b j e c t i o n s  t o  
pe r f o r ma nce  a p p r a i s a l .  O b j e c t i o n s  p e r t a i n i n g  t o  t h e  pe r f o r ma nce  
a p p r a i s a l  form i n c l u d e  a p p r a i s a l  i n s t r u m e n t s  do no t  i n c l u d e  a l l  
i m p o r t a n t  a s p e c t s  o f  t h e  j o b ,  a p p r a i s a l s  must  be e x p l a i n e d  t o  p e e r s  
a n d / o r  s u p e r i o r s ,  a p p r a i s a l  i n s t r u m e n t s  have no r e l a t i o n  t o  
p e r f o r ma nc e ,  and r e q u i r e d  changes  in t h e  a p p r a i s a l  i n s t r u m e n t s  a r e  
no t  made.
Hahn, Brumback and Edwards,  (1979a)  found t h a t  t o o  o f t e n  t h e r e  
i s  o n l y  c a s u a l  r e f e r e n c e  t o  what  t h e  j o b  o f  a coun t y  a g e n t  a c t u a l l y  
r e q u i r e s .  In d e v e l o p i n g  a per formance  a p p r a i s a l  sys t em f o r  c oun t y  
a g e n t s ,  i t  was found t h a t  j o b  a n a l y s i s  r a t i o n a l e  d e a l t  w i t h  t h e  
a g e n t ' s  d u t i e s ,  no r ma t i ve  s t a n d a r d s  o f  pe r f o r ma nce ,  and p e r f o r ma nce  
d e t e r m i n a n t s .  Fou r t een  such d u t i e s  were found.  These were:  1) 
a s s e s s  community needs ,  2) p r e p a r e  annual  p l a n  o f  work,  3) p r e p a r e  
s p e c i f i c  program p l a n s ,  4) conduc t  programs,  5) r espond  t o  c l i e n t  
r e q u e s t s  f o r  s p e c i f i c  i n f o r m a t i o n ,  6) r espond  t o  c l i e n t  r e q u e s t s  f o r  
t e c h n i c a l  a s s i s t a n c e ,  7) r e c r u i t ,  t r a i n  and u t i l i z e  l a y  l e a d e r s ,  8) 
e v a l u a t e  program e f f e c t i v e n e s s ,  9) r e p o r t  a c t i v i t i e s ,  impac t ,  and 
acc ompl i shmen t s ,  10) deve l op  and ma i n t a i n  p u b l i c  r e l a t i o n s ,  11) 
de v e l op  and m a i n t a i n  s t a f f  r e l a t i o n s h i p s ,  12) m a i n t a i n  and i n c r e a s e  
p e r s o n a l  p r o f e s s i o n a l  compe t e nc i e s ,  13) per form a d m i n i s t r a t i v e  
f u n c t i o n s  and 14) s u p e r v i s e  s t a f f .  Agents  were asked t o  i n d i c a t e  
d u t i e s  t h e y  pe r fo rmed .  When a l l  t h e  c a t e g o r i e s  o f  a g e n t s  
( A g r i c u l t u r e ,  Home Economics,  4 - H, O t he r ,  and t h o s e  having 
r e s p o n s i b i l i t i e s  in more t han  one a r e a )  were added,  d u t i e s  2,  3,  4,
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5,  8 ,  9,  10,  and 12 were per formed by more t h a n  95% o f  r e s p o n d i n g  
a g e n t s .  Job 13 was per formed by 84%, and j o b  14 by 62%. The 
r e ma i n i n g  were in t h e  90 t o  94% r ange .
Hahn, Brumback & Edwards,  (1979a,  p.  36) q u e s t i o n e d  coun t y  
a g e n t s ,  coun t y  e x t e n s i o n  d i r e c t o r s  and r e g i o n a l  s u p e r v i s o r s  a bou t  t h e  
l e n g t h  o f  t h e  pe r fo rmance  a p p r a i s a l  form.  Over h a l f  o f  t h e  a g e n t s  
and t w o - t h i r d s  o f  t h e  r e g i o n a l  s u p e r v i s o r s  a g r e e d ,  and t h e  coun t y  
e x t e n s i o n  d i r e c t o r s  were e ve n l y  s p l i t ,  between agreement  and 
d i s a g r e e m e n t  on t h e  s t a t e m e n t  "All  but  t h e  s h o r t e s t  and s i m p l e s t  
pe r f o r ma nce  a p p r a i s a l  p ro c e d u r e  w i l l  be d i s l i k e d  by t h e  m a j o r i t y  o f  
a p p r a i s e r s  and a p p r a i s e e s " .
The group surveyed  was t o l d  t h a t  t h e  e v a l u a t i o n  sys t em was 
d e s i g n e d  t o  g i v e  i n f o r m a t i o n  about  j o b - r e l a t e d  pe r fo r ma n c e .  They 
were t h e n  asked t o  r espond  t o  t h e  j o b - r e l a t e d n e s s  o f  t h e  e v a l u a t i o n  
sys t em as o u t l i n e d  by Hahn, Brumback and Edwards ( 1979a ) .  The 
m a j o r i t y  o f  t h e  a g e n t s  (22)  f e l t  t h a t  i t  was c l o s e l y  r e l a t e d ,  t h r e e  
f e l t  t h e  sys t em o mi t t e d  s i g n i f i c a n t  p a r t s  o f  t h e  j o b  and two f e l t  t h e  
sys t em c o n t a i n e d  e l eme n t s  e x t r a n e o u s  t o  t h e  j o b .  Of t h e  c oun t y  
e x t e n s i o n  d i r e c t o r s ,  t h i r t e e n  f e l t  t h e  sys t em was c o m p re h e n s i v e l y  j o b  
r e l a t e d ,  t h r e e  f e l t  t h e  sys t em o mi t t e d  s i g n i f i c a n t  p a r t s  o f  t h e  j o b ,  
and f o u r  f e l t  t h e  sys t em c o n t a i n e d  e l emen t s  e x t r a n e o u s  t o  t h e  j o b .
S ix  o f  t h e  r e g i o n a l  s u p e r v i s o r s  i n d i c a t e d  t h e  sys t em was 
c om p r e he n s iv e l y  j o b  r e l a t e d  whi l e  two s t a t e d  i t  o m i t t e d  s i g n i f i c a n t  
p a r t s  o f  t h e  j o b ,  and f o u r  f e l t  t h e  sys tem c o n t a i n e d  e l eme n t s  
e x t r a n e o u s  t o  t h e  j o b .
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Shiao  (1982) r ev iewed t h e  per formance  a p p r a i s a l  sys t em deve l oped  
f o r  t h e  C o o pe r a t i v e  Ext ens ion  S e r v i c e  by Hahn, Brumback and Edwards,  
( 19 7 9 a ) .  Form i t ems  were r educed from 180 t o  142.  The r e l i a b i l i t y  
o f  n i n e  components  w i t h i n  t h e  two forms were compared.  The 
r e l i a b i l i t y  r emained  c o n s t a n t  f o r  f o u r  o f  t h e  component s ,  d e c r e a s e d  
by one f o r  t h r e e  o f  t h e  components ,  and d e c r e a s e d  by t h r e e  f o r  two o f  
t h e  component s .  The r e l i a b i l i t y  o f  a p r e - w e i g h t e d  s c o r i n g  sys t em was 
t h e n  compared t o  two e m p i r i c a l - i n t e r v a l  s c o r i n g  s ys t ems .  I t  was 
conc l uded  t h a t  t h e  t h r e e - p o i n t  e m p i r i c a l - i n t e r v a l  s c o r e  sys t em was 
s u p e r i o r  t o  t h e  t w o - p o i n t  e m p i r i c a l - i n t e r v a l  sys t em,  which in t u r n  
was s u p e r i o r  t o  t h e  p r e - we i g h t e d  s c o r i n g  sys t em.  The s t u d y  i n c l u d e d  
62 a g e n t s  who had worked a t  l e a s t  s i x  months bu t  no t  more t h a n  t h r e e  
y e a r s  in t h e  Ohio Co o p e r a t i v e  Ex t ens ion  S e r v i c e  and were s t i l l  
working  d u r i n g  t h e  s t udy  p e r i o d .  I t  was conc l uded  t h a t  a r e l e v a n t  
and a c c u r a t e  measure  o f  employee pe r formance  cou l d  be found u s i n g  t h e  
P e r f o r m a n c e - A g a i n s t - S t a n d a r d  Form. In a d d i t i o n ,  t h e  equal  i n t e r v a l  
s c o r i n g  p r oc e d u r e s  were found t o  be a more r e l i a b l e  measure  t h a n  t h e  
p r e - w e i g h t e d  s c o r i n g  sys tem.
The r e l i a b i l i t y  o f  t h e  per formance  a p p r a i s a l  can be i n f l u e n c e d  
by s e v e r a l  f a c t o r s .  Ladewig (1983) i n d i c a t e d  t h a t  two o f  t h e s e  
f a c t o r s  were t h e  s u b j e c t i v e  judgement  o f  t h e  d i f f e r e n t  r a t e r s  and t h e  
p r o c e d u r e s  used f o r  i t em s e l e c t i o n  on t h e  form.
P o t t s  (1984) s t u d i e d  t h e  q u e s t i o n  o f  pe r fo rmance  a g a i n s t  
s t a n d a r d s  t o  see  i f  i t  a c c u r a t e l y  r e p r e s e n t e d  i m p o r t a n t  r e s u l t s  
o b t a i n e d  by count y  a g e n t s  in Ohio.  One p e r c e n t  o f  t h e  r e s p o n d e n t s
i n d i c a t e d  i t  r e p r e s e n t e d  a l l  i m p or t a n t  r e s u l t s ;  33%, most  i m p o r t a n t  
r e s u l t s ;  43%, some i mp or t a n t  r e s u l t s ;  22%, few i m p o r t a n t  r e s u l t s  and 
1%, no i m p o r t a n t  r e s u l t s .  The second q u e s t i o n  asked i f  pe r fo rmance  
a g a i n s t  s t a n d a r d s  r e p r e s e n t e d  t h e  i mp o r t a n t  b e h a v i o r s  r e q u i r e d  o f  a 
coun t y  a g e n t .  The r e s u l t s  were:  3%, a l l  i mp o r t a n t  b e h a v i o r s ;  66%, 
most  i m p o r t a n t  b e h a v i o r s ;  24%, some and 7% few. The t h i r d  q u e s t i o n  
conce r ned  s a t i s f a c t i o n  wi t h  t h e  per fo rmance  measure .  The d e g r e e  t o  
which r e s p o n d e n t s  were s a t i s f i e d  was:  2%, s a t i s f i e d ;  40%, mo s t l y  
s a t i s f i e d ;  43%, somewhat s a t i s f i e d ;  11%, l i t t l e  s a t i s f i e d  and 4%, no t  
a t  a l l  s a t i s f i e d .  County a g en t s  were asked t o  comment a bou t  t h e  
pe r f o r ma nce  a g a i n s t  s t a n d a r d s  s e c t i o n  o f  t h e  pe r formance  a p p r a i s a l  
sys t em.  P o t t s  (p.  86) s t a t e d ,  "The f o l l o w i n g  i s  r e p r e s e n t a t i v e  o f  
t h e  a g e n t s '  comments on t h e  PAS (pe r fo rmance  a g a i n s t  s t a n d a r d s ) . "
The PAS sys t em i s  ve ry  c o n f us i n g  t o  me p e r s o n a l l y .  The on l y  
t h i n g  t h a t  makes me f e e l  b e t t e r  i s  t h a t  a t  each o f  my PAS 
c o n f e r e n c e s ,  t h e  two i n d i v i d u a l s  who e v a l u a t e d  me as  s u p e r v i s o r  
a d m i t t e d  t h a t  t h e y  c o u l d n ' t  u n d e r s t a n d  what  many o f  t h e  
e v a l u a t i o n  q u e s t i o n s  meant .  They a l s o  c o u l d n ' t  r a t e  me on many 
q u e s t i o n s  because  t h e y  d i d n ' t  have s u f f i c i e n t  knowledge o f  my 
program,  p e r s o n a l  h a b i t s ,  and s u p e r v i s o r y  s k i l l s .  I f e e l  t h i s  
i s  a ma jo r  f l aw in t h e  PAS system when t h e  e v a l u a t o r  d o e s n ' t  
u n d e r s t a n d  t h e  i n s t r u m e n t  used and a l s o  does  no t  have (and 
r e a l i s t i c a l l y  c o u l d n ' t  be expec t ed  t o  have)  a l l  t h e  background 
i n f o r m a t i o n  needed t o  use t h e  i n s t r u m e n t .
P o t t s  (1984,  p.  96) asked t h e  q u e s t i o n  "Do you t h i n k  t h e
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pe r f o r ma nce  a p p r a i s a l  sys t em p l a c e s  t o o  much emphas i s  on r e s u l t s  t h a t  
can be measured and o ve r lo o k s  o t h e r  t h i n g s  such as  long  t e rm r e s u l t s ,  
a t t i t u d e  changes ,  p r a c t i c e  changes ,  e t c . ,  t h a t  may be more i m p o r t a n t  
bu t  can n o t  be measured o b j e c t i v e l y  in t h e  s h o r t  r un?"  The r e s p o n s e s  
were (n=81) :  1%, no t  a t  a l l ;  17%, a l i t t l e ;  39%, somewhat;  20%, a 
f a i r  e x t e n t  and 22%, a g r e a t  e x t e n t .  Comments about  t h e  sys t em were 
r e p o r t e d  as f o l l o w s  ( P o t t s  1984,  p.  97) :
The sys t em i s  somewhat more b e n e f i c i a l  t ha n  t h e  p r e v i o u s  sys t em;  
however ,  t h e  human f a c t o r  s t i l l  p l a y s  an i m p o r t a n t  p a r t ,  as wel l  
i t  s hou l d .  My main conce rn  i s  t h a t  i f  a s u p e r v i s o r  has  a 
p r e j u d i c e  a g a i n s t  an i n d i v i d u a l ,  t he n  t h i s  sys t em does  no t  
p r o t e c t  t h e  i n d i v i d u a l  any b e t t e r  t ha n  t h e  p r e v i o u s  sys t em.  
P e t e r s o n  (1987) r e q u e s t e d  comments from t h e  a g e n t s  and 
s u p e r v i s o r s  about  t h e  r ea s o n s  f o r  t h e  d i f f e r e n c e  between a c t u a l  and 
d e s i r e d  b e h a v i o r  o f  t h e  s u p e r v i s o r s  as i t  r e l a t e s  t o  d i r e c t i v e  and 
c o l l a b o r a t i v e  b e h a v i o r .  Both a g e n t s  and s u p e r v i s o r s  f e l t  t h a t  t h e  
a g en t  pe r fo rmance  c r i t e r i a  in t h e  per formance  a p p r a i s a l  sys t em were 
d i r e c t i v e  and t h e  d e s i r e d  s i t u a t i o n  should  be c o l l a b o r a t i v e .  The 
r e a s o n s  and number o f  t i me s  g iven  f o r  t h e  s i t u a t i o n  by a g e n t s  were:  
s t a t e  i n i t i a t e s  p r o c e s s  ( 10 ) ,  no t  enough i n p u t  from a g e n t s  ( 6 ) ,  we 
d o n ' t  s ee  s u p e r v i s o r  o f t e n  enough ( 3 ) ,  c r i t e r i a  no t  wel l  d e f i n e d  ( 6 ) ,  
good o l d  boy sys tem ( 3 ) ,  and s t a n d a r d  f o r  s t a t e  ( 4 ) .  S u p e r v i s o r  
comments were:  c r i t e r i a  come from upper  a d m i n i s t r a t i o n  ( 9 ) ,  g r e a t e r  
need f o r  mutual  e v a l u a t i o n  c r i t e r i a  ( 1 ) ,  l a c k  o f  c l e a r  g o a l s  (1)  and 
newer a g e n t s  need more d i r e c t i o n  ( 1 ) .  I t  was conc l uded  t h a t  t h e
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s t a t e  o r  u n i v e r s i t y  i n i t i a t e d  and c o n t r o l l e d  t h e  p r o c e s s  and t h i s  
a c c o u n t s  f o r  t h e  d i f f e r e n c e  between t h e  d e s i r e d  and a c t u a l  r e s p o n s e s .  
Comments were a l s o  r e c e i v e d  f o r  development  o f  pe r f o r ma nce  c r i t e r i a .  
The a g e n t  comments and number o f  r e s po ns es  were:  s t a t e  d eve l oped  
i n s t r u m e n t  ( 8 ) ,  no t  c l e a r ,  vague c r i t e r i a  ( 3 ) ,  l i t t l e  done ( 2 ) ,  
l i t t l e  i n p u t  f rom a g e n t s  ( 5 ) ,  s u p e r v i s o r  domi na t es  ( 2 ) ,  and l i t t l e  
f o l l o w - u p  by s u p e r v i s o r  ( 2 ) .  The s u p e r v i s o r  comments were :  c r i t e r i a  
s e t  by s t a t e  ( 4 ) ,  need f o r  c o n c i s e  c r i t e r i a  f o r  some, no o t h e r s  ( 1 ) ,  
and depends  on a gen t  ( 1 ) .
Secondary  school  a d m i n i s t r a t o r s  were asked i f  t h e  school  
p e r f o r ma nce  a p p r a i s a l  p r o c e s s  f o r  school  l i b r a r y  media s p e c i a l i s t s  
was p o l i c y  and i f  t h e y  cou l d  change t h e  i n s t r u m e n t  (Shontz  1986) .
The m a j o r i t y  (83%) i n d i c a t e d  t h a t  i t  was p o l i c y ,  bu t  59% i n d i c a t e d  
t h a t  t h e y  were no t  p r o h i b i t e d  from changing  t h e  i n s t r u m e n t .  Se ve n t y -  
one p e r c e n t ,  however ,  i n d i c a t e d  t h a t  t h e y  made no ch a n g e s .  Of t h o s e  
making change s ,  t h e  r ea s o n s  and number o f  o c c u r r e n c e s  were :  f i t  
school  j o b  r e s p o n s i b i l i t i e s  ( 33 ) ,  form f o r  c l a s s r o o m t e a c h e r s  ( 18 ) ,  
mutual  agreement  ( 7 ) ,  t h r ough  t h e  use  o f  a d i f f e r e n t  o b s e r v a t i o n  
method ( 6 ) ,  more in formal  p r oc e s s  wi t h  r e f e r e n c e  t o  t e n u r e  ( 3 ) ,  
school  board  d i r e c t i o n  ( 2 ) ,  and o t h e r  r e a s on s  g i ve n  on l y  once .
Shontz  (1986)  asked s econdary  school  a d m i n i s t r a t o r s  t o  r e s pond  
t o  and comment on q u e s t i o n s  conce r n i ng  a dvan t ages  and d i s a d v a n t a g e s  
o f  p e r f o r ma nce  a p p r a i s a l  by o b j e c t i v e s  f o r  school  l i b r a r y  media 
s p e c i a l i s t s .  Q u e s t i o n s  were posed t o  a d m i n i s t r a t o r s  who used and d i d  
no t  use  pe r fo rmance  a p p r a i s a l  by o b j e c t i v e s  f o r  media s p e c i a l i s t s .
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When asked  i f  t h e i r  p r e s e n t  e v a l u a t i o n  form p r o p e r l y  e v a l u a t e d  t h e  
media  s p e c i a l i s t s ,  87% o f  t h o s e  us i ng  per fo rmance  a p p r a i s a l  by 
o b j e c t i v e s  and 53% o f  t h o s e  no t  u s i ng  per fo rmance  a p p r a i s a l  by 
o b j e c t i v e s  i n d i c a t e d  t h a t  i t  d i d .  Most f r e q u e n t  r e a s o n s  g i v e n  f o r  
use  by t h o s e  i n d i c a t i n g  advan t ages  were:  was a d eq u a t e  o r  worked ( 1 8 ) ,  
used s p e c i f i c  o b j e c t i v e s  ( 10 ) ,  more t horough  (9)  and a l l owed  f o r  
j o i n t  e s t a b l i s h m e n t  o f  t a r g e t  a r ea s  ( 8 ) .  Most f r e q u e n t  r e a s o n s  g i ve n  
f o r  non use  by t h o s e  i n d i c a t i n g  a dvan t ages  were ;  no p r ob l ems ,  i t  
works ( 1 1 ) ,  p r ov i d e d  f o r  good communicat ion (10) and sys t em was 
compre hens i ve  ( 5 ) .  A d m i n i s t r a t o r s  who i n d i c a t e d  t h e  sys t em was an 
a d va n t a g e  and used pe r fo rmance  a p p r a i s a l  by o b j e c t i v e s  l i s t e d  most  
f r e q u e n t  r e a s o n s  a s :  sys t em no t  a b l e  t o  measure i n t a n g i b l e  a s p e c t s
(10)  and sys t em t o o  nar row o r  l i m i t e d  ( 7 ) .  Those a d m i n i s t r a t o r s  who 
d i d  no t  use  pe r fo rmance  a p p r a i s a l  by o b j e c t i v e s  and r es ponded  t h a t  
t h e i r  p r e s e n t  sys t em was no t  adequa t e  l i s t e d  most  f r e q u e n t  r e a s o n s  
a s :  form o r  p r oc e d u r e s  d e s ig n e d  f o r  t e a c h e r s  ( 34 ) ,  sys t em was t o o  
vague ,  broad  o r  s u b j e c t i v e  ( 15 ) ,  and system was no t  good o r  d i d  no t  
work ( 8 ) .
Secondary  school  a d m i n i s t r a t o r s  were asked by Shontz  (1986)  t o  
l i s t  a dv a n t a g e s  and b e n e f i t s  o f  per formance  a p p r a i s a l  by o b j e c t i v e s .  
The r e s p o n d e n t s  were grouped by t h o s e  who d i d  and d i d  n o t  use 
pe r f o r ma nc e  a p p r a i s a l  by o b j e c t i v e s ,  and t h o s e  who d i d  and d i d  no t  
b e l i e v e  t h e i r  p r e s e n t  sys t em was a d eq u a t e .  The a d m i n i s t r a t o r s  who 
used pe r f o r ma nce  a p p r a i s a l  by o b j e c t i v e s  and who f e l t  t h a t  t h e  sys t em 
was a d e q u a t e ,  l i s t e d  t h e  f o l l owi ng  a dva n t age s :  c l e a r  u n d e r s t a n d i n g
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and communica t ion ( 13 ) ,  b e t t e r  l i b r a r y  program ( 1 3 ) ,  sys t em more 
o b j e c t i v e  (9)  and improved i n d i v i d u a l  per formance  ( 9 ) .  For  t h o s e  
a d m i n i s t r a t o r s  no t  us i ng  per formance  a p p r a i s a l  by o b j e c t i v e s  and who 
f e l t  t h a t  t h e i r  sys t em was ade q u a t e ,  t h e  advan t age  o f  pe r f o r ma nce  
a p p r a i s a l  by o b j e c t i v e s  g i ve n  were:  saw no advan t age  t o  o r  were 
u n c e r t a i n  about  a d v a n t ag e s  o f  per formance  a p p r a i s a l  by o b j e c t i v e s  
( 2 5 ) ,  p r o c e s s  i n c l u d e d  s p e c i f i c  g o a l s  (15) and i t  was more o b j e c t i v e
( 1 1 ) .  The a d m i n i s t r a t o r s  who used per formance  a p p r a i s a l  by 
o b j e c t i v e s  and who f e l t  t h e  system was no t  a de qua t e  l i s t e d  t h e  
f o l l o w i n g  a d v a n t a g e s :  c l e a r e r  e x p e c t a t i o n s  (6) and b e t t e r  r e s u l t s  
( 3 ) .  Those a d m i n i s t r a t o r s  no t  u s i ng  per fo rmance  a p p r a i s a l  by 
o b j e c t i v e s  and who f e l t  t h a t  t h e i r  system was no t  a d e q u a t e  gave 
a d va n t a g e s  o f  pe r f o r ma nce  a p p r a i s a l  by o b j e c t i v e s  as  f o l l o w s ;  more 
s p e c i f i c  t o  l i b r a r y  media ( 10 ) ,  b e t t e r  per fo rmance  (9) and promotes  
mutual  u n d e r s t a n d i n g  ( 7 ) .
Secondary  school  a d m i n i s t r a t o r s  were asked by Shontz  (1986)  t o  
l i s t  d i s a d v a n t a g e s  o f  t h e  per formance  a p p r a i s a l  by o b j e c t i v e s  
e v a l u a t i o n  sys t em.  The r e s p o n s e s  were d i v i d e d  by t h o s e  
a d m i n i s t r a t o r s  who d i d  and d i d  no t  use per fo rmance  a p p r a i s a l  by 
o b j e c t i v e s  and t h o s e  who f e l t  t h a t  t h e i r  p r e s e n t  e v a l u a t i o n  sys t em 
was a d e q u a t e .  A d m i n i s t r a t o r s  who used pe r formance  a p p r a i s a l  by 
o b j e c t i v e s  and f e l t  t h e  sys tem was adequa t e  l i s t e d  d i s a d v a n t a g e s  as 
t i me  c o n s i d e r a t i o n s  (13) and d i f f i c u l t i e s  in w r i t i n g  t h e  needed 
o b j e c t i v e s  ( 13 ) .  A d m i n i s t r a t o r s  not  us i ng  pe r fo rmance  a p p r a i s a l  by 
o b j e c t i v e s  and who f e l t  t h e  system was a de qua t e  l i s t e d  d i s a d v a n t a g e s
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a s :  t i me  problems (22) and l i m i t e d  scope or  i n f l e x i b i l i t y  o f  t h e  
p r o c e s s  ( 7 ) .  For a d m i n i s t r a t o r s  us i ng  per formance  a p p r a i s a l  by 
o b j e c t i v e s  and who f e l t  t h e  p r e s e n t  system was no t  a d e q u a t e  i n d i c a t e d  
t h e  ma j o r  d i s a d v a n t a g e ,  p r e d e t e r mi n e  p o l i c y  o r  s p e c i f i c  i n s t r u m e n t .  
O t h e r  d i s a d v a n t a g e s  l i s t e d  were t ime c o n s t r a i n t s ,  w r i t i n g  o f  
o b j e c t i v e s ,  and l i m i t a t i o n s  p l a c e d  on t h e  i n d i v i d u a l .  D i s a d va n t a g e s  
l i s t e d  by a d m i n i s t r a t o r s  no t  us i ng  per formance  a p p r a i s a l  by 
o b j e c t i v e s  who f e l t  t h e i r  p r e s e n t  sys tem was not  a d e q u a t e  were :  t i me  
c o n s t r a i n t s  ( 29 ) ,  d i f f i c u l t y  in w r i t i n g  o b j e c t i v e s  (8) and p r o c e s s  
t o o  l i m i t i n g  o r  r e s t r i c t i v e  ( 8 ) .
The pe r fo rmance  a p p r a i s a l  system and i n d i v i d u a l  p e r c e p t i o n s  o f  
t h e  sys t em used t o  e v a l u a t e  s u p e r v i s o r y  pe r s onne l  in t h e  Tenness ee  
p u b l i c  school  sys t ems  was r e p o r t e d  by Beaty (1983) .  The d a t a  were 
c o l l e c t e d  u s i ng  a q u e s t i o n n a i r e  s e n t  t o  a l l  s u p e r i n t e n d e n t s  and 
a s s i s t a n t  s u p e r i n t e n d e n t s  and t o  a s t r a t i f i e d  random sample o f  
t e a c h e r s ,  p r i n c i p a l s ,  and c e n t r a l  o f f i c e  s u p e r v i s o r s  in  t h e  Tenne ssee  
school  sys t em.  I t  was r e p o r t e d  t h a t  (n=786) 54.5% o f  t h e  school  
d i s t r i c t s  used a c h e c k l i s t  o r  r a t i n g  s c a l e s  e v a l u a t i o n  form,  22.5% 
used management by o b j e c t i v e s ,  11.7% used n e i t h e r  and 11.3% used 
none.  The l a r g e r  t h e  school  t h e  more a p t  i t  was t o  have a 
pe r f o r ma nce  a p p r a i s a l  sys t em f o r  s u p e r v i s o r s  and use  a management  by 
o b j e c t i v e s  sys t em.
Respondent s  in t h e  Beaty (1983) s t udy  were asked t o  check 
p e r c e i v e d  weaknesses  and s t r e n g t h s  in t h e  s u p e r v i s o r  e v a l u a t i o n  
sys t em by t e a c h e r s  and s u p e r v i s o r s  from a l i s t  o f  t e n .  Weaknesses  and
46
number o f  me n t i ons  were r e p o r t e d  as  f o l l ow s  wi th  t h e  s u p e r v i s o r s  
r e s p o n s e  in  ( ) :  c r i t e r i a  t oo  s u b j e c t i v e ,  228,  ( 42 ) ;  no t  enough t i me  
s p e n t  g a t h e r i n g  a n d / o r  s h a r i n g  e v a l u a t i o n  d a t a ,  215,  ( 44 ) ;  c r i t e r i a  
n o t  a p p r o p r i a t e ,  209,  ( 39 ) ;  l i t t l e  f o l l o w - t h r o u g h ,  208,  ( 32 ) ;  no t  
enough c o n t a c t  between s u p e r v i s o r  and e v a l u a t o r ,  176,  ( 25 ) ;  l a c k  o f  
s u p e r v i s o r  invo l vement  i n  d e ve l op i ng  e v a l u a t i o n  p r o c e s s ,  168,  ( 4 0 ) ;  
e v a l u a t o r ' s  b i a s e s  a r e  dominant ,  152, ( 27 ) ;  l a c k  o f  s y s t e m a t i c  
e v a l u a t i o n  p r o c e s s ,  132,  ( 20 ) ;  poor  i n s t r u m e n t ,  99,  (15)  and o t h e r ,
38,  ( 2 ) .  S t r e n g t h s  and number o f  ment ions  were r e p o r t e d  as f o l l o w s  
wi t h  t h e  s u p e r v i s o r s  r e s po n s e  in ( ) :  improves p r o f e s s i o n a l  g rowth ,
306,  ( 62 ) ;  g i v e s  d i r e c t i o n  and goal  s e t t i n g  t o  j o b ,  302,  ( 62 ) ;  
i d e n t i f i e s  s t r e n g t h s  and weaknesses ,  275,  ( 72 ) ;  improves  
communica t ion ,  243,  ( 6 5 ) ;  a f f e c t s  a p o s i t i v e  a t t i t u d e ,  194,  ( 34 ) ;  
s e l f - e v a l u a t i o n ,  191,  ( 39 ) ;  r e s u l t s  in more c o o p e r a t i o n ,  177,  ( 49 ) ;  
improves  p e r f o r ma nce ,  177,  ( 52 ) ;  i nvo l vement ,  163,  (30) and o t h e r ,
39,  ( 2 ) .
The c u r r e n t  and i d e a l  t ype  o f  e v a l u a t i o n  i n s t r u m e n t  used in 
Tenne ss ee  school  d i s t r i c t s  was r e p o r t e d  by Beaty ( 1983) .  A c h e c k l i s t  
was t h e  most  f r e q u e n t l y  used (55.8%) and i d e a l l y  should  be used more 
(61 .7%) .  Repor t ed  p e r c e n t a g e  o f  o t h e r  methods i n  c u r r e n t  use  and as  
an i d e a l  use  were:  c o n f e r e n c e ,  36.8% and 45.4%; in formal  d i s c u s s i o n ,  
28.4% and 22.5%; management by o b j e c t i v e s ,  22.7% and 36.9%; f o r c e d  
c h o i c e  r a t i n g ,  13% and 14.7%; d e s c r i p t i v e  e s s a y ,  12.5% and 17.3%; 
c r i t i c a l  i n c i d e n t  a p p r a i s a l ,  11.1% and 13.2%; comb i n a t i on ,  1.9% and 
4.3%; and o t h e r ,  2.4% and 1%.
Respondent s  in t h e  Beaty (1983) s t udy  were r e q u e s t e d  t o  check  
methods  o f  e v a l u a t i o n  in t h e i r  school  system from a l i s t  o f  17 
p o s s i b i l i t i e s ,  and t o  i n d i c a t e  t h e  p e r c e i v e d  i mpor t ance  o f  each u s i ng  
a 4 - p o i n t  L i k e r t - t y p e  s c a l e .  E v a l u a t i on  methods r e p o r t e d  by t h e  
t o t a l  group o f  r e s p o n d e n t s  and by s u p e r v i s o r s  were :  s e l f - e v a l u a t i o n  
(600,  130) ;  m u l t i p l e  s o u r ce s  (300,  78) ;  j o b  d e s c r i p t i o n  (297,  57 ) ;  
f e e d ba c k  from s u b o r d i n a t e s  (260,  60 ) ;  and p r e - e v a l u a t i o n  c o n f e r e n c e  
(234,  57) .
The 4 - p o i n t  L i k e r t - t y p e  s c a l e  was;  very  i m p o r t a n t ,  i m p o r t a n t ,  
r e l a t i v e l y  u n i m p o r t a n t  and u n i m p o r t a n t .  More t ha n  50% o f  t h e  t o t a l  
r e s p o n d e n t s  i n d i c a t e d  t h a t  11 o f  t h e  17 methods were e i t h e r  ve ry  
i m p o r t a n t  o r  i m p o r t a n t .  The p e r c e n t a g e s  i n d i c a t i n g  v e r y  i m p o r t a n t  o r  
i m p o r t a n t  f o r  t h e  s e v e r a l  methods were:  s e l f - e v a l u a t i o n ,  91.3%; based 
on j o b  d e s c r i p t i o n ,  83.2%; i n c l u d e s  r ev i ew and appea l  p r o c e s s ,  55.5%; 
u se s  m u l t i p l e  i n f o r m a t i o n  s o u r c e s ,  62.4%; bo th  p r o c e s s  and r e s u l t s  
examined,  54%; f eedba ck  from s u b o r d i n a t e s ,  55.3%; p r e - e v a l u a t i o n  
c o n f e r e n c e ,  56.2%; c o n f e r e n c e  d u r in g  e v a l u a t i o n  p r o c e s s ,  57.8%; p o s t ­
e v a l u a t i o n  c o n f e r e n c e ,  60.3%; both informal  and formal  e v a l u a t i o n ,  
53.8%; p r o v i d e s  f o r  i n d i v i d u a l  d i f f e r e n c e s ,  56.6% and i n c l u d e s  
m o n i t o r i n g  and f eedba ck ,  54.6%. S u p e r v i s o r s  i n d i c a t e d  t h a t  12 o f  t h e  
methods  were e i t h e r  ve ry  i mpor t a n t  o r  i m p o r t a n t .  P e r c e n t a g e s  f o r  
i n d i v i d u a l  methods were:  s e l f - e v a l u a t i o n ,  94%; based  on j o b  
d e s c r i p t i o n ,  82.9%; i n c l u d e s  r ev i ew and appeal  p r o c e s s ,  65.8%; u se s  
m u l t i p l e  i n f o r m a t i o n  s o u r c e s ,  72.4%; both p r o c e s s  and r e s u l t s  
examined,  64.8%; f e e dba c k  from s u b o r d i n a t e s ,  60%; p r e - e v a l u a t i o n
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c o n f e r e n c e ,  70.1%; c o n f e r e n c e  d u r i n g  e v a l u a t i o n  p r o c e s s ,  70.6%; p o s t ­
e v a l u a t i o n  c o n f e r e n c e ,  69.5%; both in formal  and formal  e v a l u a t i o n ,  
61.3%; p r o v i d e s  f o r  i n d i v i d u a l  d i f f e r e n c e s ,  62% and i n c l u d e s  
m o n i t o r i n g  and f ee d b a c k ,  61.4%. Methods p e r c e i v e d  as  r e l a t i v e l y  
u n i m p o r t a n t  o r  u n im p o r t a n t  by more t ha n  50% o f  t h e  s u p e r v i s o r s  were:  
r e l a t e d  t o  s a l a r y ,  based on per formance  c o n t r a c t ,  some i t ems  on t h e  
e v a l u a t i o n  form a r e  we i g h t ed ,  u s e r  r a t e r  r a t h e r  t h a n  e v a l u a t o r ,  and 
implement s  team a p p r a i s a l .
The r e s p o n d e n t s  in t h e  Beaty (1983) s t udy  were asked f o r  t h e i r  
d e g r e e  o f  i nvo l vemen t  in development  o f  t h e  p ro c e s s  and p r o ce d u r e  f o r  
t h e  e v a l u a t i o n  o f  s u p e r v i s o r s .  A r e s po ns e  o f  no i nvo l vemen t  was 
g i v e n  by 38%, 29% i n d i c a t e d  minimal i nvo l vement  w h i l e  22% r e p o r t e d  
a v e r ag e  invo l vemen t  and 10%, e x t e n s i v e  i nvo l vemen t .  The l a r g e s t  
r e s p o n s e  g roups  by p o s i t i o n  were s u p e r i n t e n d e n t ,  minimal  i n v o l vemen t ,  
39%; s u p e r v i s o r ,  ave r a ge  invo l vemen t ,  29%; p r i n c i p a l ,  no i n v o l vemen t ,  
38% and t e a c h e r ,  no invol vement  57%.
Bl e v i n s  (1984)  r e p o r t e d  on t h e  use  o f  pe r fo rmance  a p p r a i s a l  
i n s t r u m e n t s  in l a r g e  p o l i c e  d e p a r t me n t s  in t h e  s o u t h e a s t e r n  s t a t e s .
I t  was r e p o r t e d  t h a t  97% used pe r sonne l  e v a l u a t i o n  i n s t r u m e n t s .  Of 
t h e s e ,  44% r e p o r t e d  t h a t  t h e  i n s t r u m e n t s  were d e ve l oped  i n - h o u s e ,  16% 
were d e ve l oped  by an o u t s i d e r  s p e c i f i c a l l y  f o r  t h e  p o l i c e  d e p a r t m e n t ,  
w h i l e  38% used an i n s t r u m e n t  t h a t  was deve l oped  by an o u t s i d e r  f o r  
any d e p a r t m e n t .  When asked i f  t h e  per fo rmance  a p p r a i s a l  i n s t r u m e n t  
was based on a c t u a l  j o b  per formance  a c t i v i t i e s ,  59% r e p o r t e d  t h a t  i t  
was.  Only 31% o f  t h e  d e p a r t me n t s  r e p o r t e d  t h a t  t h e i r  i n s t r u m e n t s  had
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been s u b j e c t e d  t o  v a l i d a t i o n  p r o c e d u re s .  The p e r f o r ma nce  a p p r a i s a l  
i n s t r u m e n t s  were t he n  compared f o r  t h e  i n c i d e n c e  o f  p r o a c t i v e  and 
r e a c t i v e  j o b  pe r f o r ma nce ,  and p r o a c t i v e  and r e a c t i v e  pe r f o r ma nce  
a p p r a i s a l .  I t  was r e p o r t e d  t h a t  41% o f  p o l i c e  c a l l s  were r e a c t i v e  
and 56% p r o a c t i v e ,  wh i l e  14% o f  t h e  pe r sonne l  e v a l u a t i o n  c r i t e r i a  
were r e a c t i v e  and 84% p r o a c t i v e .  The d i f f e r e n c e s  between p o l i c e  
c a l l s  and pe r sonne l  e v a l u a t i o n  c onc e r n i ng  p r o a c t i v e  and r e a c t i v e  were 
found t o  be s t a t i s t i c a l l y  s i g n i f i c a n t  a t  t h e  .05 l e v e l .  When p o l i c e  
t r a i n i n g  was s t u d i e d ,  i t  was found t h a t  73% o f  t h e  t r a i n i n g  was 
r e a c t i v e  and 21% was p r o a c t i v e .  When p o l i c e  t r a i n i n g  was compared t o  
e v a l u a t i o n ,  a s i g n i f i c a n t  d i f f e r e n c e  was obs e r ved  in r e a c t i v e  and 
p r o a c t i v e  t r a i n i n g  and e v a l u a t i o n .
The I n t e r v i e w . The i n t e r v i e w  phase  o f  t h e  pe r fo rmance  a p p r a i s a l  
sys t em t a k e s  p l a c e  when t h e  system i s  used and t h e  outcome o f  t h e  
e v a l u a t i o n  i s  d i s c u s s e d .  Advantages  o f  a good i n t e r v i e w ,  problems  
w i t h  t h e  i n t e r v i e w  and p o s s i b l e  i n t e r v i e w  p e r c e p t i o n  problems  a r e  
i n d i c a t e d .
Kaye and S h e l l e y  (1983) r e p o r t e d  t h a t  be i ng  e v a l u a t e d  can be 
r e l a t e d  t o  r e c e i v i n g  r e p o r t  c a r d s ,  b r i n g i n g  back t h e  same nervous  
memor ies .  A ne r ve  i s  s t r u c k  whenever  pe r fo rmance  a p p r a i s a l  i s  
me n t i o n e d .  The per fo rmance  a p p r a i s a l  i n t e r v i e w  i s  viewed by managers  
and s u p e r v i s o r s  as d r a i n i n g ,  t i me-consuming and d i f f i c u l t .  Employees 
f e e l  t h a t  i t  i s  a t i me  when t he y  w i l l  be c r i t i c i z e d ,  n o t  hea r d  and 
r ewarded .
Johnson and C a s s e l l  (1962) gave p o s s i b l e  o b j e c t i o n s  t o  t h e
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pe r f o r ma nce  a p p r a i s a l  p r o c e s s .  Those t h a t  p e r t a i n e d  t o  t h e  i n t e r v i e w  
i n c l u d e  a r e l u c t a n c e  t o  j udge  o t h e r s ,  and a r e l u c t a n c e  t o  e x p l a i n  
a p p r a i s a l  r e s u l t s  t o  t h e  a g e n t .  In a d d i t i o n ,  t h e  a p p r a i s a l  p r o c e s s  
and r e s u l t s  must  be e x p l a i n e d  t o  pe e r s  a n d / o r  s u p e r i o r s .
When Hahn, Brumback and Edwards (1979a)  r ev i ewed t h e  C o o p e r a t i v e  
E x t e n s i o n  S e r v i c e s '  c u r r e n t  per formance  a p p r a i s a l  sys t em i t  was found 
t h a t  a gap e x i s t e d  between t h e  r e c o r d e d  and r ev i ewed  pe r f o r ma nce  and 
what  o c c u r r e d .  The s t u d y  showed t h a t  16 a g e n t s  and f i v e  r e g i o n a l  
s u p e r v i s o r s  f e l t  t h a t  p ro v i d i n g  f eedback  would be a problem,  wh i l e  
t e n  a g e n t s  and t h r e e  s u p e r v i s o r s  d i d  n o t .  On t h e  same q u e s t i o n ,  
seven c oun t y  e x t e n s i o n  d i r e c t o r s  expec t ed  i t  t o  be a problem,  w h i l e  
t e n  d i d  n o t .
When coun t y  a g e n t s  were asked by P o t t s  (1984)  how t h e  s u p e r v i s o r  
cond u c t ed  t h e  per formance  a p p r a i s a l  i n t e r v i e w :  11% i n d i c a t e d  t h a t  t h e  
s u p e r v i s o r  p r a i s e d  t h e  a g e n t s '  o v e r a l l  pe r fo rma nce ,  bu t  d i d  no t  
s u g g e s t  any s p e c i f i c  a r e a s  o f  improvement ;  43% i n d i c a t e d  t h a t  t h e  
s u p e r v i s o r  p r a i s e d  t h e  a g e n t s '  per formance  o v e r a l l  and i n d i c a t e d  
s p e c i f i c  a r e a s  f o r  improvement ,  but  gave no s p e c i f i c  s t e p s  o r  
d i r e c t i o n s  f o r  improvement ;  34% gave p r a i s e ,  i n d i c a t e d  s p e c i f i c  a r e a s  
and gave s p e c i f i c  s t e p s  f o r  per formance  improvement ;  6% i n d i c a t e d  no 
p r a i s e  bu t  d i d  i n d i c a t e  s p e c i f i c  a r e a s ,  bu t  no s p e c i f i c  a c t i v i t i e s  
f o r  improving ;  2% gave no p r a i s e ,  bu t  su g g e s t e d  s p e c i f i c  a r e a s  and 
s t e p s  f o r  pe r formance  improvement ;  and 4% gave no answer .  S p e c i f i c  
i n s t r u c t i o n s  f o r  pe r formance  improvement  were avo i ded  by s u p e r v i s o r s .  
I t  was r ea s one d  t h a t  i f  t h e  s u p e r v i s o r  was s p e c i f i c  t h e  a g e n t  would
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do n o t h i n g  e l s e  bu t  f o l l o w  t h e  s p e c i f i c  i n s t r u c t i o n s .  I t  was 
a p p r o p r i a t e  t o  r e f e r  t o  an e x p e r t  u n l e s s  t h e  s u p e r v i s o r  has  knowledge 
in  t h e  a r e a .
The amount o f  a gen t  s t r e s s  in t h e  per fo rmance  a p p r a i s a l  
i n t e r v i e w  as  r e p o r t e d  by P o t t s  (1984) was as  f o l l o w s :  10%, a g r e a t  
d e a l ;  22%, a f a i r  amount ;  16%, somewhat;  29%, n o t  t oo  much; 21%, not  
a t  a l l ,  and 2%, no answer .  Of t h e  n ine  s u p e r v i s o r s  i n t e r v i e w e d ,  
seven i n d i c a t e d  t h a t  t h e  c o u n s e l i n g  i n t e r v i e w  was one,  i f  no t  t h e  
most  s t r e s s f u l ,  a s p e c t  o f  t h e i r  j o b .  General  comments o f  a g e n t s  
r e p o r t e d  by P o t t s  (pp.  94-97)  a r e :
Would make an e x c e l l e n t  c o u n s e l i n g  t oo l  i f  used t h a t  way. Mine 
was n o t  used t h a t  way.
I b e l i e v e  t h a t  t h e  pe r formance  a p p r a i s a l  sys t em has  been used by 
s u p e r v i s o r s  t o  v e r i f y  t h e i r  e x i s t i n g  o p i n i o n s  and b i a s e s .  The 
s u p e r v i s o r  r a t e s  us as he f e e l s  t h i n g s  p ro b a b l y  a r e ,  in view o f  
h i s  o p i n i o n  about  us .
Wolford (1986) r e p o r t e d  a l a c k  o f  t r u s t  and communicat ion 
between t h e  s u p e r v i s o r  and t h e  a g en t .  Thi s  l a c k  o f  t r u s t  and 
communicat ion was e x h i b i t e d  du r in g  t h e  i n t e r v i e w  p r o c e s s .
P o t t s  (1984) r e p o r t e d  t h a t  s u p e r v i s o r s  i n d i c a t e d  t h a t  t h e y  
e ncouraged  a g e n t s  t o  r a t e  t he ms e l ves  and agreed  t h a t  t h e  high 
p e r f o r m e r s  t e nded  t o  r a t e  t he ms e l ves  more a c c u r a t e l y  t h a t  d i d  low 
p e r f o r m e r s .  I f  t h e r e  was d i s a g r ee me n t  between t h e  s e l f  r a t i n g s  and 
s u p e r v i s o r  r a t i n g s ,  most  s u p e r v i s o r s  used t h e i r  r a t i n g s  because  t h e  
r a t i n g s  had u s u a l l y  been t u r ne d  i n t o  t h e  s t a t e  o f f i c e  b e f o r e  t h e
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c o u n s e l i n g  i n t e r v i e w .  Concerning s a l a r y ,  s u p e r v i s o r s  f e l t  t h a t  
p e r f o r ma nce  d a t a  were u s e f u l  in making s a l a r y  and promot ion  
d e c i s i o n s ,  and t h a t  a g en t s  p e r c e i v e d  a l i n k  between t h e i r  pe r fo rmance  
r a t i n g  and t h e i r  s a l a r y  a d j u s t me n t .
Use o f  Per formance  A p p r a i s a l  S c o r e s . The a c c e p t a n c e  o f  a 
p e r f o r ma nce  a p p r a i s a l  sys tem by count y  a g e n t s  shou l d  depend on t h e  
use  o f  t h e  s c o r e s  o r  t h e  outcome o f  t h e  annual  a p p r a i s a l .  I t  would 
seem t h a t  a f a i r  system p r o p e r l y  a d m i n i s t e r e d  would be a c c e p t a b l e  t o  
a m a j o r i t y  o f  a g e n t s .
Hahn, Brumback & Edwards (1979a)  q u e s t i o n e d  a g e n t s ,  count y  
e x t e n s i o n  d i r e c t o r s  and s u p e r v i s o r s  about  problems in t h e  use  o f  
p e r f o r ma nce  a p p r a i s a l  s c o r e s  f o r  d e t e r m i n i n g  t e n u r e ,  p r o f e s s i o n a l  
deve l opment  needs ,  promot ion and m e r i t  s a l a r y  a d j u s t m e n t s .
Concern i ng  use o f  s c o r e s  in t e n u r e  d e t e r m i n a t i o n ,  t h e  m a j o r i t y  o f  
a g e n t s  were u n c e r t a i n ,  s u p e r v i s o r s  were e ve n l y  d i v i d e d ,  w h i l e  t h e  
m a j o r i t y  o f  count y  e x t e n s i o n  d i r e c t o r s  d i d  no t  f e e l  i t  would be a 
problem.  On use  in p r o f e s s i o n a l  development  needs ,  14 a g e n t s  
a n t i c i p a t e d  problems ,  n i ne  d id  no t  and f i v e  were undec i ded .  County 
e x t e n s i o n  d i r e c t o r s  were e ven l y  s p l i t  and f i v e  r e g i o n a l  s u p e r v i s o r s  
a n t i c i p a t e d  problems .  The m a j o r i t y  o f  a g e n t s  f e l t  t h a t  problems 
would d eve l op  in promot ion d e c i s i o n s ,  t e n  were undec i ded  and s i x  f e l t  
t h e r e  would be no problems .  Nine count y  e x t e n s i o n  d i r e c t o r s  
a n t i c i p a t e d  prob lems ,  e i g h t  d i d  no t  and two were u n c e r t a i n ,  w h i l e  
t h r e e  r e g i o n a l  s u p e r v i s o r s  a n t i c i p a t e d  prob lems ,  t h r e e  were 
u n c e r t a i n  and two d i d  not  a n t i c i p a t e  problems .  Regarding m e r i t
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s a l a r y  a d j u s t m e n t s ,  15 o f  t h e  a g e n t s  a n t i c i p a t e d  p rob l ems ,  f o u r  d i d  
no t  and two were u n c e r t a i n .  Twelve coun t y  e x t e n s i o n  d i r e c t o r s  
a n t i c i p a t e d  problems ,  f i v e  d i d  no t  and two were und e c i de d .  Four  o f  
t h e  r e g i o n a l  s u p e r v i s o r s  saw problems a s s o c i a t e d  wi t h  m e r i t  s a l a r y  
a d j u s t m e n t s ,  t h r e e  d i d  no t  and one was undec i ded .
The pe r fo rmance  a p p r a i s a l  system deve l oped  and r e p o r t e d  on by 
Hahn, Brumback and Edwards (1979a)  s t a t e d  t h a t  t h e  s c o r e s  were 
i n t e n d e d  t o  be used f o r  m e r i t  pay p u r p os e s .  I t  was i n d i c a t e d  t h a t  
t h e  s t a t e  s e t  o f  s c o r e s  cou l d  be d i v i d e d  i n t o  as  many pe r fo rmance  
s e t s  as  d e s i r e d .  Thi s  shou ld  p r oba b l y  no t  be o ve r  t h r e e  t o  f i v e  
g r o up s .  The p r oc e s s  can be d es ig n e d  so as t o  c o n t r o l  t h e  number o f  
a g e n t s  w i t h i n  each per fo rmance  group.  E i gh t y  p e r c e n t  o f  t h e  r e g i o n a l  
s u p e r v i s o r s ,  coun t y  e x t e n s i o n  d i r e c t o r s ,  and a g e n t s  ag r ee d  t h a t  t h e  
s c o r e s  would be an i mp o r t a n t  s ou r ce  o f  i n f o r m a t i o n  f o r  making 
d e c i s i o n s  on s a l a r y  a d j u s t m e n t s .
Agent s  were asked about  t h e  use o f  pe r fo rmance  a p p r a i s a l  d a t a  by 
t h e  a d m i n i s t r a t o r s  in a p o s i t i v e  and c o n s t r u c t i v e  way ( P o t t s ,  1984) .  
The r e p o r t e d  r e s p o n s e s  were (n=79) ;  4% n e v e r ,  61% somet imes ,  20% 
o f t e n ,  10% u s u a l l y  and 2% always .
P e t e r s o n  (1987) r e p o r t e d  agen t  comments f o r  
r e t e n t i o n / t e r m i n a t i o n  d e c i s i o n s .  The r e s p o n s e s  and numbers were ;  
some a g e n t s  f r e e l o a d  ( 3 ) ,  s i t u a t i o n s  va ry  (2)  l e t s  t h i n g s  go t o o  f a r  
( 2 ) .  S i n g l e  r e s p o n s e s  by a gen t s  were u n i v e r s i t y  p r o c e d u r e s ,  l a c k  o f  
i n p u t ,  knowledge o f  s u p e r v i s o r ,  l a c k  o f  c l i e n t e l e  i n p u t ,  h e a r s a y ,  
c a n ' t  he l p  s t r u g g l i n g  a g e n t ,  and emphasi s  on "squeaky whe e l " .  The
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comment in by s u p e r v i s o r s  was t h e  u n i v e r s i t y  r e q u i r e m e n t  t o  be 
d i r e c t i v e .
The a c t u a l  and d e s i r e d  b eh a v i o r  o f  s u p e r v i s o r s  as  p e r c e i v e d  by 
t h e  s u p e r v i s o r  were compared f o r  r e t e n t i o n / t e r m i n a t i o n  d e c i s i o n s  and 
showed s i g n i f i c a n t  d i f f e r e n c e s  i n d i c a t i n g  t h a t  t h e  a c t u a l  b e h a v i o r  
d i f f e r e d  from t h e  d e s i r e d .  When t h e  p e r c e p t i o n  o f  t h e  c oun t y  agen t  
o f  s u p e r v i s o r y  per formance  f o r  t h e  same s i t u a t i o n  was a n a l y z e d ,  
P e t e r s o n  (1987) r e p o r t e d  t h a t  i t  was aga i n  s i g n i f i c a n t .
County a g en t s  in t h e  Ohio C o o p e r a t i v e  Ex t ens i on  S e r v i c e  
i n d i c a t e d  t h a t  t h e i r ' s  was no t  a p e r c e i v e d  j o b  pe r f o r ma nce  and 
e x t r i n s i c  reward c o n t i n g en c y  (Van T i l b u r g ,  1985) .  When 4-H a g e n t s  
were  c o n s i d e r e d ,  t h e y  had a s i g n i f i c a n t l y  lower  p e r c e p t i o n  o f  a 
p e r f o r ma nc e  c o n t i n g e n t .  I t  was s u g g e s t e d  t h a t  t h i s  l a c k  o f  e x t r i n s i c  
r eward  was t r u e  f o r  n o n b u s i n e s s  o r  e d u c a t i o n a l  s e t t i n g s .  In t h e  
s t u d y  i t  was found t h a t  i n t r i n s i c  reward c o n t i n ge n cy  was much h i g h e r  
t h a n  e x t r i n s i c .  Nine t y  seven p e r c e n t  o f  t h e  r e s p o n d e n t s  i n d i c a t e d  
t h e y  ag r ee d  ve ry  s t r o n g l y  o r  agreed  t h a t  t h e r e  were i n t r i n s i c  r ewards  
c o n t i n g e n t  upon j ob  pe r f o r ma nce .  Per formance  a p p r a i s a l  s c o r e s  can be 
used t o  reward a g e n t s .  Van T i l b u r g  and M i l l e r  (1987)  c onc l uded  t h a t  
r ewar ds  shou l d  be c o n t i n g e n t  upon j o b  pe r f o r ma nce .  Rewards cou l d  
i n c l u d e  env i ronment a l  changes  (new o f f i c e s ) ,  p r omot i on ,  pay r a i s e s ,  
formal  r e c o g n i t i o n  and o t h e r  rewards  t h a t  t h e  o r g a n i z a t i o n  and 
s u p e r v i s o r  have under  t h e i r  c o n t r o l .
Shontz  (1985) r e q u e s t e d  r e a s on s  from school  a d m i n i s t r a t o r s  
r e g a r d i n g  t h e  use  o f  per fo rmance  a p p r a i s a l .  Seven t y  one p e r c e n t
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i n d i c a t e d  t h e  r e s u l t s  were used .  The uses  o f  t h e  pe r formance  
a p p r a i s a l  s c o r e s  and t h e  p e r c e n t a g e s  were;  r e t e n t i o n / p r o m o t i o n  (47%), 
communica t ion (14.5%) ,  m o t i v a t i o n  (24%), s t a f f  deve l opment  (24%),  
program p l a n n in g / d e v e l o p me n t  (19%).
Tur nbu l l  and Holcomb (1985) r e p o r t e d  t h a t  pe r fo rmance  a p p r a i s a l  
was used as  a method o f  i d e n t i f y i n g  and d i s c o n t i n u i n g  t h e  employment  
o f  n o n - p r o d u c t i v e  employees ,  and f o r  employee t r a i n i n g  and 
deve l opment ,  p romot i ons ,  work r ea s s i g n me n t s  and s a l a r y  d e t e r m i n a t i o n .  
Employees d i s a g r e e d  wi t h  t h i s ,  s ee i n g  l i t t l e  advan t age  in s u p e r i o r  
r a t i n g s .  Seventy  p e r c e n t  o f  t h e  mental  h e a l t h  worker s  i n d i c a t e d  t h a t  
t h e  sys t em d i d  no t  i d e n t i f y  s t r e n g t h s  a n d / o r  weaknesses  and d i d  no t  
c o v e r  t h e  i mp o r t a n t  a s p e c t s  o f  t h e  j o b .
Washington S t a t e  p u b l i c  employees were asked t h e i r  i d e a s  
c o n c e r n i n g  m e r i t  pay by Lovr i ch ,  S h a f f e r ,  Hipkings  and Yale (1980) .  
T h r e e - f o u r t h s  o f  t h e  employees  agreed  t h a t  a good a p p r a i s a l  sys t em 
would i n c l u d e  m e r i t  pay.
E v a l u a t i o n  t e c h n i q u e s  used by mid-management  p e r so n n e l  in 
i n d u s t r i e s  and p u b l i c  s c h o o l s  in Texas were r e p o r t e d  by Knansar i
(1985) .  I t  was conc l uded  t h a t  t h e r e  was a s i g n i f i c a n t  d i f f e r e n c e  
between t h e  two groups  in t h e  r a t e  o f  d i s m i s s a l  due t o  poor  
e v a l u a t i o n s .  I n d u s t r y  d i s m i s s e d  more employees  due t o  poor  
e v a l u a t i o n  s c o r e s .
Who Should E v a l u a t e . The q u e s t i o n  o f  who shou ld  e v a l u a t e  t h e
c oun t y  agen t  i s  i m p o r t a n t .  The count y  s u p e r v i s o r  has  most  knowledge 
o f  t h e  a g e n t ' s  pe r formance  bu t  t h e  a r e a / d i s t r i c t  s u p e r v i s o r  g e n e r a l l y
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per fo rms  t h e  e v a l u a t i o n .
Heckel  (1978) r e p o r t e d  t h a t  s e l f - a p p r a i s a l ,  c l i e n t e l e  a p p r a i s a l  
and p e e r  e v a l u a t i o n  should  be c o n s i d e r e d  in coun t y  a g e n t  pe r fo rmance  
a p p r a i s a l .  By s e l f  e v a l u a t i o n  t h e  agen t  can make a j udgment  o f  h i s  
p e r fo rmance  t h a t  would be a b a s i s  f o r  d i s c u s s i o n  wi t h  t h e  s u p e r v i s o r .  
C l i e n t e l e  a p p r a i s a l  i n d i c a t e s  t h e  aud i ence  p e r c e p t i o n  o f  t h e  a g e n t ' s  
pe r formance  and could  be accompl i shed  th rough  s u r v e y s .  C l i e n t e l e  
i n p u t  i n t o  per fo rmance  a p p r a i s a l  may be a v a l u a b l e  a d d i t i o n a l  so u r ce  
o f  i n f o r m a t i o n ,  but  g e t t i n g  unbiased  i n pu t  i s  d i f f i c u l t .  Peer  
e v a l u a t i o n  may be accompl i shed  by a l l owi ng  s p e c i a l i s t s '  i n p u t  in t h e  
e v a l u a t i o n  o f  a g e n t s  t h e y  work c l o s e l y  w i t h .  Tucker  (1988)  c onc l uded  
t h a t  a b r o a d e r  and more r e a l i s t i c  view w i l l  be o b t a i n e d  by t h e  
s u p e r v i s o r ,  and t h e  acc u r acy  o f  t h e  e v a l u a t i o n  i n c r e a s e d  i f  a v a r i e t y  
o f  i n f o r m a t i o n  s ou r ce s  i s  used conce r n i ng  t h e  e m p l o y e e ' s  p e r f o r ma nce .
Who does  t h e  per formance  a p p r a i s a l  was one o f  t h e  q u e s t i o n s  
a d d r e s s e d  by Hahn, Brumback and Edwards (1979a) .  The usua l  answer  
was t h e  D i s t r i c t  S u p e r v i s o r ,  even though h e / s h e  r anked  below o t h e r  
i n d i v i d u a l s  f o r  o b s e r v a t i o n  o f  t h e  a g e n t ' s  pe r fo rmance  t h r o u g h o u t  t h e  
y e a r .  I t  was r e p o r t e d  t h a t  p o s s i b l e  s o l u t i o n s  t o  t h i s  problem 
i n c l u d ed  formal  commi t t ees ,  pee r  a p p r a i s a l ,  s e l f  e v a l u a t i o n ,  
c l i e n t e l e ,  and r e p o r t s  as s ou r ces  o f  e v a l u a t i o n  i n f o r m a t i o n .  The use 
o f  a formal  per formance  a p p r a i s a l  commit tee would r educe  t h e  b i a s  
f rom any one s ou r ce  and cou l d  be accompl i shed  u s i n g  a formal  
commi t t ee  o r  c o l l a b o r a t i o n  o f  i ndependen t  e v a l u a t o r s .  In t h e  e i g h t  
s t a t e s  s u r veyed ,  none r e p o r t e d  us i ng  p e e r s  f o r  e v a l u a t i o n  bu t  d id
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acknowledge t h a t  p e e r s  g e n e r a l l y  have more f r e q u e n t  and 
r e p r e s e n t a t i v e  o c c a s i o n s  t o  obs e r ve  an a g e n t ' s  pe r f o r ma nce .  I t  was 
r e p o r t e d  t h a t  a few C o o p e r a t i v e  Ex t ens ion  S e r v i c e s  d i d  use  s e l f  
e v a l u a t i o n ,  a l ong  wi t h  o t h e r  e v a l u a t o r s .  A form o f  s e l f  e v a l u a t i o n  
would g i v e  maximum employee p a r t i c i p a t i o n .  The use  o f  c l i e n t e l e  in 
e v a l u a t i o n  would make i t  a l mos t  i mp o s s ib l e  t o  s t a n d a r d i z e  measure s  on 
a g e n t s  a c r o s s  t h e  s t a t e  but  i t  was agreed  t h a t  t h e r e  was l i t t l e  
q u e s t i o n  t h a t  c l i e n t e l e  can and do i n f l u e n c e  e v a l u a t i o n s  o f  a g e n t s .  
Th i s  i n p u t  may be t h r ough  u n s o l i c i t e d  compl iments  and c o m p l a i n t s  bu t  
would be more hap p e n s t a n c e  tha n  s y s t e m a t i c  and may be q u i t e  b i a s e d .
I t  was i n d i c a t e d  t h e r e  were two r e a s on s  f o r  i n c l u d i n g  a g e n t  r e p o r t s  
in  t h e  a p p r a i s a l  p r o c e s s .  F i r s t ,  t h e  l i m i t e d  t i me  t h a t  s u p e r v i s o r s  
have f o r  a g e n t  pe r fo rmance  o b s e r v a t i o n ,  and second t h e  a g e n t ' s  
r e s p o n s i b i l i t y  f o r  c l i e n t e l e  change and measur ing  and r e p o r t i n g  t h i s .
The s u r vey  group was asked by Hahn, Brumback & Edwards (1979a)  
i f  o b t a i n i n g  s u f f i c i e n t  i n f o r m a t i o n  on an a g e n t ' s  pe r fo rmance  was 
d i f f i c u l t .  A m a j o r i t y  o f  t h e  count y  e x t e n s i o n  d i r e c t o r s  d i s a g r e e d  
w h i l e  t h e  a g e n t s  and r e g i o n a l  s u p e r v i s o r s  were n e a r l y  e v e n l y  s p l i t .
In 1987 t h e  C o o p e r a t i v e  Ext ens i on  S e r v i c e  in Ohio went  from a 
sys t em o f  d i s t r i c t  s u p e r v i s o r  per formance  a p p r a i s a l  t o  a coun t y  
c h a i r p e r s o n  e v a l u a t i o n  sys t em.  Vogt and Van T i l b u r g  (1989) r e p o r t e d  
on t h e  a g e n t s '  p e r c e p t i o n s  o f  t h i s  change .  Agents  were asked  t o  
r espond  on a 5 - p o i n t  s c a l e  o f  how wel l  t h e y  a c c e p t e d  t h e  change ,  and 
what  d i f f e r e n c e s  o cc u r r ed  in o f f i c e  r e l a t i o n s h i p s .  The a c c e p t a n c e  
s c o r e  was 3 . 1 ,  o r  n e i t h e r  s a t i s f i e d  nor  d i s s a t i s f i e d ,  t hu s
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i n d i c a t i n g  a n e u t r a l  s t a n c e .  Regarding o f f i c e  r e l a t i o n s h i p s  b e f o r e  
and a f t e r  t h e  change ,  t h e  mean d i s c r e p a n c y  s c o r e s  were t r u s t ,  - 0 . 4 1 ;  
communica t ion ,  0 . 1 6 ;  power,  - 0 . 43  and s u p p o r t ,  0 . 2 1 .  These r e s u l t s  
showed t h a t  t h e  change p r ov id es  t h e  immediate s u p e r v i s o r  w i t h  more 
o p p o r t u n i t i e s  f o r  o b s e r v a t i o n  o f  and i n t e r a c t i o n  w i t h  s u b o r d i n a t e s  
bu t  a l s o  i n c r e a s e d  t h e  o p p o r t u n i t y  o f  p e r s o n a l i t y  c o n f l i c t .
County d i r e c t o r s  in t h e  Oklahoma Co o pe r a t i ve  E x t en s i o n  S e r v i c e  
were asked  by McNutt (1986)  t o  i n d i c a t e  t h e i r  p e r c e i v e d  l e v e l  o f  
i mp o r t a n c e  and competence on a 5 - p o i n t  L i k e r t - t y p e  s c a l e ,  and t o  r ank  
f o r  t r a i n i n g  needs ,  13 pe r sonne l  management s t a t e m e n t s .  The 
s t a t e m e n t  " P rov i de  i n p u t  t o  D i s t r i c t  Ex t ens i on  D i r e c t o r  r e g a r d i n g  
annual  pe r formance  o f  a l l  county  pe r sonne l  management" r e c e i v e d  an 
i mp o r t a n c e  mean o f  4 . 48  and a competence mean o f  4 . 2 9 .  Th i s  
s t a t e m e n t  ranked  f o u r t h  in impor t ance ,  t h i r d  in competence and t h i r d  
in need o f  a d d i t i o n a l  t r a i n i n g  McNutt (p.  89 ) .
I f  p r e d e t e r mi n e d  per formance  g o a l s  have been ag r ee d  upon between 
t h e  s u p e r v i s o r  and t h e  e x t e n s i o n  e d u c a t o r ,  t he n  s e l f - e v a l u a t i o n  has 
some m e r i t  (Hecke l ,  1978) .  Thi s  s e l f - e v a l u a t i o n  w i l l  g i v e  t h e  b a s i s  
f o r  f u r t h e r  d i s c u s s i o n  between t h e  agen t  and t h e  s u p e r v i s o r .  Fox and 
Dinur  (1988)  conc l uded  t h a t  i n d i v i d u a l s  coul d  s u c c e s s f u l l y  e v a l u a t e  
t h e m s e l v e s .  Th i s  e v a l u a t i o n  would be in a manner ve ry  s i m i l a r  t o  t h e  
way o t h e r s  would e v a l u a t e  t h e  i n d i v i d u a l .  In a d d i t i o n ,  i t  was 
conc l uded  t h e r e  would be l e s s  o f  a ha l o  e f f e c t .
The a c t u a l  and d e s i r e d  b e h a v i o r  o f  s u p e r v i s o r s  as  p e r c e i v e d  by 
t h e  s u p e r v i s o r s  were compared f o r  t h e  f o u r  s i t u a t i o n s  p e r t a i n i n g  t o
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p e r f o r ma nc e  a p p r a i s a l  ( P e t e r s o n ,  1987) .  Three  s i t u a t i o n s ,  a g e n t  
o b s e r v a t i o n ,  development  o f  per formance  c r i t e r i a  and 
r e t e n t i o n / t e r m i n a t i o n  d e c i s i o n s  showed s i g n i f i c a n t  d i f f e r e n c e s  
i n d i c a t i n g  t h a t  t h e  a c t u a l  b e h av i o r  d i f f e r e d  from t h e  d e s i r e d .  When 
p e r c e p t i o n s  o f  coun t y  a g e n t s  o f  s u p e r v i s o r ' s  pe r fo rmance  f o r  t h e  same 
f o u r  s i t u a t i o n s  were a n a l y z e d ,  a l l  f o u r  were s i g n i f i c a n t ,  ( a g en t  
pe r f o r ma nc e  c r i t e r i a ,  a gen t  o b s e r v a t i o n s ,  deve l opment  o f  p e r f o r ma nce  
c r i t e r i a  and r e t e n t i o n / t e r m i n a t i o n  d e c i s i o n s ) .
K i l e y  (1988) r e p o r t e d  p e r c e p t i o n s  o f  school  a d m i n i s t r a t o r s  and 
t e a c h e r s  on who shou ld  conduc t  pe r formance  a p p r a i s a l .  Both g roups  
a g r ee d  t h a t  t h e  p r i n c i p a l  and a s s i s t a n t  p r i n c i p a l  s hou l d  be i n v o l v e d .  
The two g roups  d i f f e r e d  s i g n i f i c a n t l y  when t h e  use  o f  t h e  d e p a r t me n t  
c h a i r p e r s o n  was c o n s i d e r e d  in t h e  pe r formance  a p p r a i s a l  p r o c e s s .  The 
t e a c h e r s  viewed t h e  c h a i r p e r s o n  as a c o l l e a g u e  and no t  as an 
a d m i n i s t r a t o r  who shou ld  no t  be i nvo l ved  in t h e  p r o c e s s .
School  a d m i n i s t r a t o r s  were asked by Shonty (1986 ) ,  i f  a d i s t r i c t  
l e v e l  p e r s on  wi t h  school  l i b r a r y  media e x p e r t i s e  s hou l d  a s s i s t  w i t h  
pe r f o r ma nce  a p p r a i s a l .  F i f t y  seven p e r c e n t  e i t h e r  a g r e e d  o r  s t r o n g l y  
a g r e e d  wi t h  t h e  s t a t e m e n t ,  26% n e i t h e r  agreed  nor  d i s a g r e e d  and 15% 
s t r o n g l y  d i s a g r e e d  o r  d i s a g r e e d .  The a d m i n i s t r a t o r s  were asked  abou t  
t h e  p a r t i c i p a t i o n  o f  a d e s i g n a t e d  school  l i b r a r y  media program 
d e p a r t m e n t  head in t h e  per formance  a p p r a i s a l  p r o c e s s .  Seven t y  f i v e  
p e r c e n t  o f  t h e  a d m i n i s t r a t o r s  e i t h e r  agreed  o r  s t r o n g l y  a g r e e d  wi t h  
t h e  h e a d s '  p a r t i c i p a t i o n ,  12.5% n e i t h e r  ag reed  o r  d i s a g r e e d ,  and a 
l i k e  p e r c e n t a g e  d i s a g r e e d  or  s t r o n g l y  d i s a g r e e d .  Kavanagh,  e t  a l .
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(1987)  r e p o r t e d  t h a t  t h e  r a t e r ' s  f a m i l i a r i t y  wi t h  t h e  p r e v i o u s  s c o r e s  
w i l l  a f f e c t  t h e  q u a l i t y  o f  t h e  measurement .  In a d d i t i o n ,  t h e  
f a m i l i a r i t y  o f  t h e  r a t e r  wi t h  t he  r a t e e  can a l s o  a f f e c t  t h e  r a t i n g  
r e s u l t i n g  in t h e  ha l o  e f f e c t .
A compar i son  was made by Shontz (1986) between t h e  use  o f  
pe r f o r ma nce  a p p r a i s a l  by o b j e c t i v e s  and t h e  use o f  an a d d i t i o n a l  
p e r s on  wi t h  media s p e c i a l i s t  e x p e r i e n c e  be ing i nvo l ved  in t h e  
pe r f o r ma nce  a p p r a i s a l  p r o c e s s .  Where t h e r e  was a d i s t r i c t  l e v e l  
media s u p e r v i s o r ,  68% i n d i c a t e d  being invo l ved  t o  some d e g r ee  in t h e  
a p p r a i s a l  p r o c e s s .  Of t h e  r e s po n d e n t s  us i ng  management by 
o b j e c t i v e s ,  85% o f  t h e  d i s t r i c t  l e ve l  media s p e c i a l i s t s  were i n v o l ve d  
w h i l e  o n l y  51% o f  t h o s e  n o t  us ing  management by o b j e c t i v e s  were 
i n v o l v e d  in t h e  pe r fo rmance  a p p r a i s a l  p r o c e s s .  The t y p e  o f  
i nvo l vemen t  o f  t h e  d i s t r i c t  l e ve l  media s p e c i a l i s t s  and p e r c e n t a g e s  
o f  o c c u r r e n c e  were:  development  o f  j ob  d e s c r i p t i o n s ,  (75%); 
p e r f o r ma nce  o b j e c t i v e s  and s t a n d a r d s  deve lopment ,  (34%); pe r s onne l  
e v a l u a t i o n  c o n f e r e n c e ,  (34%) and pe r sonne l  e v a l u a t i o n  form 
deve l opmen t ,  (30%).  I t  was concluded t h a t  where a d i s t r i c t  l e v e l  
media s p e c i a l i s t  e x i s t e d  i t  had a s i g n i f i c a n t  e f f e c t  on w h e t h e r  a 
pe r f o r ma nce  by o b j e c t i v e s  a p p r a i s a l  syst em was used .  When i n - s c h o o l  
head media s p e c i a l i s t  e x i s t e d ,  t hey  were i nvo l ved  63% o f  t h e  t i me  in 
t h e  e v a l u a t i o n  p r o c e s s  i f  per formance  by o b j e c t i v e s  was used ,  w h i l e  
on l y  34% were u t i l i z e d  in t h e  e v a l u a t i o n  p r oc e s s  i f  pe r f o r ma nce  by 
o b j e c t i v e s  was no t  used.
P e r c e p t i o n s  o f  who was and who should  be i nvo l ved  in s u p e r v i s o r
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e v a l u a t i o n  in t h e  p u b l i c  school  system were r e p o r t e d  by Beaty  (1983) .  
The r e s p o n d e n t s  i n d i c a t e d  t h a t  t h e  s u p e r i n t e n d e n t  was i n v o l ve d  94.9% 
o f  t h e  t i me  and should  be,  93.1%. The p e r c e n t a g e s  o f  who was and who 
shou l d  be i nvo l ved  r e p o r t e d  by employee c a t e g o r y  were:  p r i n c i p a l s ,  
40.9% and 63.2%; s e l f - e v a l u a t i o n ,  47.2% and 53.7%; t e a c h e r s ,  32.5% 
and 53.7%; s u p e r v i s o r ,  31.4% and 33.2%; a s s i s t a n t  s u p e r i n t e n d e n t ,  
23.3% and 25.5%; pe r s onne l  d i r e c t o r ,  8.4% and 10.5%; a s s i s t a n t  
p r i n c i p a l ,  4.9% and 7.6%; p e e r s ,  4.8% and 9.5%; school  boa rd ,  6.9% 
and 10.3%; community,  3.8% and 6% and o t h e r s ,  2.3% and 1%.
A compar i son o f  s e l f  and s u p e r v i s o r y  e v a l u a t i o n  in a l a r g e  
e l e c t r o n i c s  m a n u f a c t u r i n g  company was r e p o r t e d  by Shore and Thornton
( 1986) .  I t  was found t h a t  employees t ended  t o  e v a l u a t e  t h e i r  
pe r f o r ma nce  h i g h e r  t h a t  d i d  t h e i r  s u p e r v i s o r s .  Thi s  d i s c r e p a n c y  
c ou l d  damage employees '  s e l f - e s t e e m .  The s e l f - e s t e e m  damage c ou l d  be 
avo i ded  by communicat ion between employees  and manager s .  Th i s  
communica t ion should  i n c l u d e  t h e  managers  p e r c e p t i o n s  o f  t h e  employee 
j o b  p e r f o r ma nce .  McEvoy and B u l l e r  (1987) r e p o r t e d  on t h e  use
o f  p e e r  e v a l u a t i o n  o f  218 i n d u s t r i a l  employees .  S i x t y  seven p e r c e n t  
o f  t h e  i n d u s t r i a l  employees  f avo r ed  c o n t i n u i n g  t h e  p e e r  e v a l u a t i o n  i f  
i t  was r e v i s e d ,  16% f av o r ed  i t s  e l i m i n a t i o n  and 17% f a v o r e d  i t s  
c o n t i n u a t i o n  as  such.  When t h e  use o f  p ee r  e v a l u a t o r s  f o r  
deve l opment a l  pu rposes  and e v a l u a t i o n  p u r pos e s  was compared,  a 
s i g n i f i c a n t  d i f f e r e n c e  was found in f a v o r  o f  p e e r  e v a l u a t i o n  f o r  
deve l opment a l  p u r pos e s .
A compar i son o f  s e l f - e v a l u a t i o n  and c h a i r p e r s o n  e v a l u a t i o n  in a
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l a r g e  Land Grand U n i v e r s i t y  System was r e p o r t e d  by J i i n g - L i n ,  Werbel 
and Bedeian ( 1988) .  I t  was found t h a t  s u p e r v i s o r  r a t i n g s  and s e l f -  
r a t i n g s  were h i g h l y  r e l a t e d .  The r a t i n g s  were based on a common pool 
o f  pe r f o r ma nce  i n f o r m a t i o n  g e n e r a t e d  by t h e  r a t e e .
R e l a t i o n s h i p  o f  t h e  Per formance Appr a i s a l  and t h e  County Age n t s '  
Plan o f  Work. For t h e  per formance  a p p r a i s a l  sys t em t o  be more t h a t  a 
backward l ook  a t  what  t h e  count y  agen t  has done t h e  a p p r a i s a l  p r o c e s s  
must  be t i e d  t o  t h e  annual  p l an  o f  work.  Goals  and o b j e c t i v e s  must  
be s e t  in t h e  p l a n  o f  work.  These a r e  t h e  main program t h r u s t s  o f  
t h e  a g e n t  f o r  t h e  upcoming y e a r .  By i n t e r we a v in g  t h e  two p r o c e s s e s ,  
pe r f o r ma nce  a p p r a i s a l  can be used as a p l a n n i n g  and a g e n t  deve l opment  
p r o c e s s .
The use  o f  t h e  p l an  o f  work as a b a s i s  o f  pe r fo rmance  a p p r a i s a l  
would r e q u i r e  d i s c u s s i o n  between t h e  agen t  and h i s / h e r  s u p e r v i s o r .
The d i s c u s s i o n s  should  t a k e  p l a c e  as t h e  p l an  i s  be i ng  d e v e l o p ed ,  
when i t  i s  f i r s t  s u b m i t t e d ,  and f o l l ow  up on t h e  p r o g r e s s  be i ng  made.  
Heckel  (1978)  i n d i c a t e d  t h a t  t h i s  would a l l ow f o r  a p r o g r e s s  r e p o r t  
o f  t h e  g o a l s  and o b j e c t i v e s  d u r in g  t h e  y e a r .
Improving per formance  a n a l y s i s  has been r e p o r t e d  as a p o t e n t i a l  
problem a l ong  wi t h  improving per formance  p l a n n i n g .  In pe r f o r ma nce  
p l a n n i n g  us i ng  management by o b j e c t i v e s ,  g u i d e l i n e s  and a method o f  
d i s t i n g u i s h i n g  between key o b j e c t i v e s  and l e s s  i m p or t a n t  o b j e c t i v e s  
must  be i n c l u d e d .  The American I n s t i t u t e s  f o r  Research  r e p o r t e d  
g o a l s  o f  t h e  per fo rmance  a p p r a i s a l  syst em deve l oped  f o r  t h e  
C o o p e r a t i v e  Ex t ens i on  S e r v i c e .  One o f  t h e  g o a l s  was (Hahn,  Brumback
and Edwards,  1979a p.  6 ) :  "Be c apa b l e  o f  l e a d i n g  t o  improvements  in
mutual  s e t t i n g  o f  o b j e c t i v e s ,  p r o b le m - so l v in g  and s e t t i n g  o f  
s t a n d a r d s  f o r  a s s e s s i n g  t h e  accompl i shment  o f  t h e  o b j e c t i v e s
The a g e n t s '  o b j e c t i v e s  t h a t  a r e  e v a l u a t e d  must  be t h e  most  
i m p o r t a n t  and a r e  t h e  key o b j e c t i v e s  in t h e  p l anned  a c t i v i t i e s .  The 
pe r f o r ma nce  d e t e r m i n a n t s  would i n c l u d e  t h e  s i t u a t i o n a l  f a c t o r s  t h a t  
a f f e c t  t h e  per formance  a p p r a i s a l  t h a t  a r e  under  t h e  a g e n t ' s  c o n t r o l  
as  wel l  as  h i s  knowledge,  s k i l l s ,  a b i l i t i e s ,  and o t h e r  
c h a r a c t e r i s t i c s  t h a t  a r e  under  t h e  a g e n t ' s  c o n t r o l .  The pe r fo rmance  
a p p r a i s a l  sys t em must  a l s o  c o n s i d e r  t h e  p lanned  and unplanned 
a c t i v i t i e s  t h a t  a r e  t o  be e v a l u a t e d .
In t h e  per fo rmance  a p p r a i s a l  system deve l oped  by Hahn, Brumback 
and Edwards (1979a)  t h e  r ev i ew o f  accompl i shments  i s  one component .  
The s u p e r v i s o r  r ev i ews  t h e  a g e n t ' s  s e l f - r e p o r t i n g  o f  t h e  
acc ompl i shment s  and s up p o r t i n g  ev i dence  f o r  t h a t  pe r fo rmance  
a p p r a i s a l  p e r i o d  and a s s i g n s  an a t t a i n m e n t  s t a t u s  s c o r e  t o  i t .  The 
key r e s u l t s  va l ue  would t he n  be computed by m u l t i p l y i n g  t h e  
a t t a i n m e n t  s c o r e  by t h e  va l ue  weigh t  f o r  t h a t  key o b j e c t i v e .  These 
f i g u r e s  a r e  t hen  averaged  over  t h e  key o b j e c t i v e s  f o r  t h a t  a g e n t  t o  
o b t a i n  a key o b j e c t i v e s  s c o r e .  When more t han  one s u p e r v i s o r  s c o r e s  
t h e  o b j e c t i v e s ,  any d i f f e r e n c e s  must  be worked ou t  b e f o r e  t h e  s c o r e s  
a r e  d i s c u s s e d  wi th  t h e  a g e n t .  S e l f - r e p o r t s  o f  acc ompl i shment s  would 
i n c l u d e  accompl i shment s  r e p o r t s  on t h e  key o b j e c t i v e s  s e t  f o r t h  f o r  
t h a t  p e r i o d ,  and r e p o r t s  on a l l  o t h e r  work outcomes .  They would be 
s u b mi t t e d  a t  t h e  same t i me .
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N i ne t y  p e r c e n t  o f  t h e  group surveyed  ag reed  wi t h  t h e  s t a t e m e n t  
" Pe r fo rmance  a p p r a i s a l  i s  an i mp o r t a n t  s ou r ce  o f  f e e dba c k  i n f o r m a t i o n  
f o r  a g e n t s  in t h e i r  i n d i v i d u a l  and program p l a n n i n g"  (Hahn,  Brumback 
& Edwards,  1979a,  p.  3 6 ) .  There  was agreement  among t h e  group 
s u r ve ye d  t h a t  t h e  h e a v i e s t  emphasi s  in t h e  pe r formance  a p p r a i s a l  
s hou l d  be p l a c e d  on program i mpl emen t a t i on  wi t h  i n t e r p e r s o n a l  and 
p e r s o n a l  s t a n d a r d s  be ing  n e x t .  In a d d i t i o n ,  t h e r e  was agreement  by 
t h e  v a s t  m a j o r i t y  t h a t  t h e  o b j e c t i v i t y  o f  t h e  a p p r a i s a l  p r o c e s s  was 
i n c r e a s e d  by t h e  use o f  per formance  s t a n d a r d s .  When program p la n n i n g  
and e v a l u a t i o n  was a d d r e s s e d ,  18 a g e n t s ,  n i ne  coun t y  e x t e n s i o n  
d i r e c t o r s  and t h r e e  r e g i o n a l  s u p e r v i s o r s  e x p e c t e d  p rob lems .
County a g en t s  in t h e  Ohio C o o p e r a t i v e  Ex t ens i on  S e r v i c e  were 
asked  abou t  t h e  h e l p f u l n e s s  o f  key o b j e c t i v e s  in t h e  pe r fo rmance  
a p p r a i s a l  sys t em ( P o t t s ,  1984) .  Agents  responded  t o  t h e  q u e s t i o n  
c o n c e r n i n g  h e l p f u l n e s s  in t h e s e  a r e a s :  improving j o b  pe r fo r ma n c e ,  
c h a l l e n g i n g  key o b j e c t i v e s ,  and s u p e r v i s o r y  he l p  in e s t a b l i s h i n g
a p p r o p r i a t e  key o b j e c t i v e s .  Responses  were as f o l l o w s :  Improving j o b
p e r fo r ma n c e :  g r e a t  dea l  o f  h e l p ,  9%; f a i r  amoun t , 26%; somewhat ,  35%; 
l i t t l e  h e l p  23% and no t  a t  a l l  h e l p f u l  7%. Ch a l l e n g i n g  key
o b j e c t i v e s :  a g r e a t  dea l  o f  c h a l l e n g e ,  34%; f a i r  amount ,  40%;
somewhat c h a l l e n g i n g ,  24%; a l i t t l e ,  1% and no t  a t  a l l  c h a l l e n g i n g ,
1%. S u p e r v i s o r y  he l p  in e s t a b l i s h i n g  a p p r o p r i a t e  key o b j e c t i v e s :  
g r e a t  dea l  o f  h e l p ,  7%; f a i r  amount ,  9%; somewhat ,  36%; l i t t l e  h e l p ,  
31% and n o t  a t  a l l  h e l p f u l ,  18%.
P o t t s  (1984,  p.  88) f a t h e r  i n d i c a t e d  "The f o l l o w i n g  q u o t e  i s
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t y p i c a l  o f  t h e  a g e n t s '  comments on t h e  key o b j e c t i v e s . "
Why would we choose  a r i s k y  Key O b j e c t i v e  i f  o u r  s a l a r y  i s  
d epende n t  on good r e s u l t s ?  On t h e  one hand we a r e  encou r a ged  t o  
t a c k l e  d i f f i c u l t  problems such as t e e n - a g e  p r egnanc y  t h a t  a l mos t  
d e f y  s o l u t i o n - - o n  t h e  o t h e r  hand our  Key O b j e c t i v e s  s t e e r  us t o  
s i m p l i s t i c  a c t i v i t i e s  where we can show s u c c e s s .
Much o f  my work i n v o l v es  changes  in s k i l l s ,  a t t i t u d e s  and 
b e h a v i o r s .  These a r e  no t  me asur a b l e  on a s h o r t - t e r m  b a s i s .  So 
I end up s e a r c h i n g  f o r  an a c t i v i t y  t h a t  can be measured and use 
t h a t  as  a key o b j e c t i v e .  The key o b j e c t i v e s  s hou l d  be 
c h a l l e n g i n g ,  needed in t h e  program,  and s hou l d  make use o f  30 
days  o f  my t i me .  With our  s a l a r y  a d j u s t m e n t s  based  p a r t i a l l y  on 
t h e  K.O. ,  I s e l e c t  one I know I can c ompl e t e .  T h e r e ' s  no 
i n c e n t i v e  t o  "dig  in"  and work in an a r e a  beca use  i f  you f a i l ,  
y o u r  s a l a r y  can r e f l e c t  t h a t .
The n i n e  a r e a  s u p e r v i s o r s  w i t h i n  t h e  Ohio C o o p e r a t i v e  Ex t ens i on  
S e r v i c e  were i n t e r v i e w e d  by P o t t s  (1984) t o  d e t e r m i n e  t h e i r  
p e r c e p t i o n s  c o n c e r n i n g  t h e  a s p e c t s  o f  t h e  pe r fo rmance  a p p r a i s a l  
s ys t em.  S u p e r v i s o r s  f e l t  t h a t  t h e  key o b j e c t i v e s  s e c t i o n  was a 
u s e f u l  c o u n s e l i n g  t o o l ,  and was t h e  most  u s e f u l  and most  p r e f e r r e d  
p a r t  o f  t h e  sys t em.  They t h o u g h t  t h a t  a g e n t s  l i k e d  t h e  key o b j e c t i v e  
component ,  bu t  needed more i n s t r u c t i o n  in w r i t i n g  g o a l s  and 
o b j e c t i v e s  t h a t  were a t t a i n a b l e .  Some a g e n t s  c o n t i n u e d  t o  w r i t e  
o b j e c t i v e s  t h a t  had been completed o r  were under  way, t h u s  d e f e a t i n g  
t h e  p u r po se ,  bu t  s u p e r v i s o r s  d i d  not  spend a l o t  o f  t i me  h e l p i n g
66
a g e n t s  w r i t e  key o b j e c t i v e s  because  a g e n t s  knew what  was needed .  The 
r ange  o f  s u p e r v i s o r y  comments was "key o b j e c t i v e s  have overwhelming 
a c c e p t a n c e  from a g e n t s "  t o  " they  d o n ' t  jump wi t h  j o y  ove r  i t "  ( P o t t s ,  
p.  9 9 ) .  A d d i t i o n a l l y  s u p e r v i s o r s  commented t h a t  ( P o t t s ,  p.  102) :
The sys t em needs  an o ve r h a u l .  The o b j e c t i v i t y  i s  good but  
s t a y i n g  ou t  o f  c o u r t  has been t h e  o v e r r i d i n g  c on c e r n .  I f  we 
c o n t i n u e  t o  use t h i s  sys tem,  t hen  we must  c o n t i n u e  t o  improve 
i t ,  e s p e c i a l l y  t h e  key o b j e c t i v e s .  We must  have good t o o l s  t o  
e v a l u a t e  a g e n t s '  pe r formance  and t h e  sys t em must  t r e a t  a l l  
a g e n t s  a l i k e .
T r a i n i n g  o f  I n t e r v i e w e r s . The a b i l i t y  o f  t h e  i n t e r v i e w e r  o r  
r a t e r  in pe r fo rmi ng  t h e  per formance  a p p r a i s a l  p r o c e s s  v e r y  l i k e l y  
a f f e c t s  coun t y  a g e n t s '  p e r c e p t i o n s  and a c c e p t a n c e  o f  t h e  pe r fo rmance  
a p p r a i s a l  sys t em.  I t  would seem t h a t  on ly  t h r ough  t r a i n i n g  o f  t h e  
r a t e r  w i l l  a p p r a i s a l  s c o r e s  be comparable  a c r o s s  a r e a s  o f  t h e  s t a t e  
and a c r o s s  s t a t e s .
There  a r e  s e v e r a l  problems a s s o c i a t e d  wi t h  t r a i n i n g  t h e  
i n t e r v i e w e r  t o  do per formance  a p p r a i s a l .  Hodge t t s  (1987)  r e p o r t s  
f o u r  such problems .  The f i r s t  o f  t h e s e ,  a p p r a i s a l  form c l a r i t y ,  
a p p e a r s  t o  be one o f  t h e  most  common. U n i f o r mi t y  i s  i m p o s s i b l e  i f  
each r a t e r  does  no t  have t h e  same i n t e r p r e t a t i o n  o f  t h e  f a c t o r s  and 
t h e i r  meanings .  Wi thout  u n i f o r m i t y  from one r a t e r  t o  t h e  n ex t ,  
employees  canno t  be compared a c r o s s  r a t e r s .  To overcome t h i s  
problem,  t h e  r a t e r s  must  have a uni form i n t e r p r e t a t i o n  o f  t h e  form.
In a d d i t i o n ,  t h e  e x p l i c i t  f a c t o r s  and d e g r ee s  on which t h e  employee
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w i l l  be e v a l u a t e d  must  be d e s c r i b e d  on t h e  form.  Only by havi ng  t h e  
r a t e r s  meet ,  r ev i ew t h e  form and a g r ee  on ground r u l e s  w i l l  t h e  
e v a l u a t i o n s  be c o n s i s t e n t  a c r o s s  r a t e r s .  The second problem i s  t h e  
"h a l o  e f f e c t " .  Thi s  oc c u r s  when t h e  r a t e r  g i v e s  t h e  employee t h e  
same s c o r e  on a l l  t h e  components .  The employee may be o u t s t a n d i n g  in 
one a r e a  bu t  r e c e i v e s  h igh r a t i n g s  in a l l  a r e a s  beca use  o f  t h e  one 
o u t s t a n d i n g  a r e a .  Ce n t r a l  t endency  i s  t h e  t h i r d  problem a s s o c i a t e d  
wi t h  pe r fo rmance  a p p r a i s a l .  Thi s  oc c u r s  when each employee r e c e i v e s  
t h e  same r a t i n g  r e g a r d l e s s  o f  pe r fo rmance .  Thi s  problem c a u s e s  two 
a d d i t i o n a l  p rob l ems ,  i t  may cause  t h e  good employee t o  l ook  f o r  a new 
j o b  beca use  h i s  r e a l  v a l u e  i s  no t  r e v e a l e d  in t h e  e v a l u a t i o n ,  and i t  
makes t h e  e v a l u a t i o n  u s e l e s s .  The f o u r t h  problem i s  l e n i e n c y .  Th i s  
o cc u r s  when t h e  r a t e r  g i v e s  a l l  employees  t h e  h i g h e s t  p o s s i b l e  
r a t i n g .  Thi s  t ype  o f  r a t i n g  can r e s u l t  in t h e  same problems  as  t h o s e  
a s s o c i a t e d  wi t h  t h e  c e n t r a l  t endency  r a t i n g s .
Hahn, Brumback & Edwards (1979a)  surveyed  a g e n t s ,  coun t y  
e x t e n s i o n  d i r e c t o r s  and s u p e r v i s o r s  c o n c e r n i n g  t r a i n i n g  o f  r a t e r s .
I t  was found t h a t  a l l  t h e  agen t s  ex c e p t  one,  a l l  t h e  c oun t y  e x t e n s i o n  
d i r e c t o r s ,  and a l l  but  one o f  t he  r e g i o n a l  s u p e r v i s o r s  a g r e e d .  I f  
no t  p r o p e r l y  t r a i n e d ,  t h e  i n d i v i d u a l  r e s p o n s i b l e  f o r  t h e  a p p r a i s a l  
s hou l d  be very  e x p e r i e n c e d  in conduc t i ng  per formance  a p p r a i s a l .
I t  was r e p o r t e d  by P o t t s  (1984) t h a t  a d m i n i s t r a t o r s  needed t o  be 
t r a i n e d .  Some o f  them d i d  no t  have t h e  c o u n s e l i n g  s k i l l s ,  management 
s k i l l s  o r  knowledge t o  be s u p e r v i s o r s .  Wol ford (1986)  m a i n t a i n e d  
t h a t  s u p e r v i s o r s  needed t r a i n i n g  in pe r formance  e v a l u a t i o n  p r a c t i c e s
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and r a t i n g  p r o c e d u r e s .  Ladewig (1983) i n d i c a t e d  t h e  most  i m p o r t a n t  
f a c t o r s  in r ed u c i ng  measurement  e r r o r s  o f  v a r i a b i l i t y  and c o n s i s t e n c y  
in pe r fo rmance  a p p r a i s a l  were t h e  t r a i n i n g  and m o t i v a t i o n  o f  t h e  
r a t e r .
Whi t e s i de  (1985) r e p o r t e d  on t h e  o r d e r  and impor t ance  o f  
t r a i n i n g  needs  o f  count y  d i r e c t o r s  in t h e  Georg i a  C o o p e r a t i ve  
E x t en s i o n  S e r v i c e  t o  v a l i d a t e  t r u e  p r o f e s s i o n a l  c o m p e t e n c i e s .  In-  
s e r v i c e  t r a i n i n g  f o r  pe r sonne l  per formance  e v a l u a t i o n ,  and t h e  count y  
e x t e n s i o n  d i r e c t o r s '  a b i l i t y  t o  e v a l u a t e  pe r sonne l  pe r fo rmance  were 
found t o  be i m p or t a n t .
There  was no s i g n i f i c a n t  d i f f e r e n c e  found in t h e  amount o f  
t r a i n i n g  r e c e i v e d  in pe r sonne l  e v a l u a t i o n  by mid-managers  in 
i n d u s t r i e s  o r  p u b l i c s  school  in Texas acc o r d i n g  t o  Khansar i  ( 1985) .  
Concern i ng  e v a l u a t o r  t r a i n i n g ,  B l e v i n s  (1984) s t a t e d  t h a t  78% o f  t h e  
p o l i c e  d e p a r t me n t s  r e p o r t e d  t h a t  t h e i r  e v a l u a t o r s  were f o r m a l l y  
t r a i n e d  t o  per form t h e  e v a l u a t i o n  t a s k .  Holdzkem (1987)  r e p o r t e d  on 
a p r i n c i p a l  t r a i n i n g  program in North C a r o l i n a .  Of 893 p r i n c i p a l s  
who r e c e i v e d  24 hours  o f  t e a c h e r  per fo rmance  a p p r a i s a l  t r a i n i n g ,  75% 
o f  them cou l d  a c c u r a t e l y  r a t e  t e a c h e r s '  pe r formance  on f i v e  ma jor  
f u n c t i o n s  us ing  a v i d e o t a p e  t e s t .  Mar t i n  and Ba r t o l  (1986)  s t a t e d  
t h a t  r a t e r  t r a i n i n g  accompl i shed  o r  he l ped  accompl i sh  s e v e r a l  g o a l s .  
Among t h e s e  g o a l s  were u nd e r s t a n d i n g  t h e  u s e f u l n e s s  o f  t h e  
pe r f o r ma nce  a p p r a i s a l  sys t em as a management t o o l ,  g a t h e r i n g  
a p p r o p r i a t e  i n f o r ma t i o n  t o  do t h e  e v a l u a t i o n ,  s e t t i n g  meaningfu l  
pe r f o r ma nce  s t a n d a r d s ,  and l e a d i n g  and coa c h i ng .  They f u r t h e r
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m a i n t a i n e d  t h a t  r a t e r s  cou l d  no t  o b t a i n  t h e  n e c e s s a r y  s k i l l s  w i t h o u t  
t r a i n i n g ,  and s u g ge s t e d  annual  r e f r e s h e r  t r a i n i n g .
Three  l e v e l s  o f  per formance  a p p r a i s a l  t r a i n i n g  o f  bank 
s u p e r v i s o r s  were r e p o r t e d  by Napie r  and D e l l e r  ( 1985) .  As e x p e c t e d ,  
employees  under  t h e  h i g h l y  t r a i n e d  s u p e r v i s o r s  per formed  t h e  b e s t .
Th i s  group was more s a t i s f i e d  wi th  t h e  pe r fo rmance  a p p r a i s a l  p r o c e s s  
t h e n  employees  in t h e  o t h e r  two g r oups .  When employees  under  t h e  
m o d e r a t e l y  t r a i n e d  and t h e  u n t r a i n e d  s u p e r v i s o r s  were compared,  i t  
was found t h a t  employees  under  t h e  u n t r a i n e d  s u p e r v i s o r s  o u tp e r f o r me d  
t h e  employees  under  t h e  mo d e ra t e l y  t r a i n e d  s u p e r v i s o r s .  Employees 
u nder  t h e  u n t r a i n e d  s u p e r v i s o r s  a l s o  found t h e  a p p r a i s a l  p r o c e s s  more 
u s e f u l  and were more s a t i s f i e d  wi th  i t  t hen  employees  under  t h e  
m o d e r a t e l y  t r a i n e d  s u p e r v i s o r s .
The s u c c e s s  o r  f a i l u r e  o f  a pe r formance  a p p r a i s a l  p r o c e s s  i s  
r e l a t e d  t o  t h e  t r a i n i n g  o f  s u p e r v i s o r s  o r  managers  who c onduc t  t h e  
p r o c e s s .  S t r o u l  (1987) g i v e s  t h r e e  f u n c t i o n s  t h a t  t h i s  t r a i n i n g  must  
f u l f i l l .  F i r s t ,  managers  must  be r e t r a i n e d  t o  emphas i ze  s t a f f  
deve l opment .  Second,  t o  e n a c t  t h e i r  new r o l e ,  managers  must  be 
h e l pe d  t o  d eve l op  n e c e s s a r y  s k i l l s  and s t r a t e g i e s .  T h i r d ,  f u n c t i o n  
o f  t h e  t r a i n i n g  must  g i v e  them t h e  t e c h no l o gy  needed t o  be a p p l i e d  in 
t h e i r  s t a f f  development  a c t i v i t i e s .
The c o u r t s  a g r ee  wi t h  t h e  p e r c e p t i o n s  o f  employees  t h a t  t r a i n i n g  
o f  t h e  e v a l u a t o r  i s  o f  u tmos t  i mpor t ance .  B a r r e t t  and Kernan (1987)  
r e p o r t  t h a t  one o f  t h e  c o u r t  s u g g e s t i o n s  f o r  pe r fo rmance  a p p r a i s a l  i s  
t h a t  s u p e r v i s o r s  be t r a i n e d  in t h e  p r o p e r  use  o f  t h e  r a t i n g
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i n s t r u m e n t .  They must  know how t o  app l y  pe r fo rmance  a p p r a i s a l  
s t a n d a r d s  p r o p e r l y  and un i f o r ml y  when making judgment s .
Knowledge o f  Per formance  Appr a i s a l  S c o r e s . A coun t y  a gen t  
shou l d  want  t o  know h i s  per formance  a p p r a i s a l  s c o r e  and how he r anks  
wi t h  o t h e r  a g e n t s  in t h e  c oun t y ,  a r e a ,  and s t a t e .  He shou ld  t h e n  be 
more i n c l i n e d  t o  a d j u s t  h i s  pe r formance .
Hahn, Brumback,  and Edwards (1979a)  s ug g e s t e d  t h a t  a g e n t s  be 
informed o f  how t h e y  compare wi th  t h e  r e s t  o f  t h e  a g en t s  in t h e  
s t a t e .  Th i s  cou l d  be accompl i shed  by g i v i n g  p e r c e n t i l e  s c o r e s  based 
on t h e  s t a t e  no r ma t ive  d a t a ,  o r  by r e p o r t i n g  t o  t h e  agen t  t h e  
pe r f o r ma nce  o f  t h e  group t o  which h e / s h e  was a s s i g n e d .
County a g e n t s  in t h e  Ohio Co o p e r a t i v e  Ex t ens i on  S e r v i c e  were 
asked  how t h e  s u p e r v i s o r s  o v e r a l l  r a t i n g  o f  t h e i r  j o b  pe r fo rmance  was 
made known t o  them ( P o t t s ,  1984) . The a gen t s  i n d i c a t e d  as  f o l l o w s :  
s u p e r v i s o r  d i d  no t  s h a r e  t h e  r a t i n g ,  15%; s c o r e  communicated by 
a n o t h e r  p e r s o n ,  2%; s u p e r v i s o r  v o l u n t a r i l y  s ha r ed  r a t i n g ,  79% and 
s u p e r v i s o r  s ha r e d  r a t i n g  on l y  a f t e r  t h e  agen t  asked f o r  i t ,  4%. When 
asked  how s a l a r y  f o r  t h e  upcoming y e a r  was communicated,  a g e n t s  
r e s ponded  as  f o l l o w s :  s a l a r y  was d i s c u s s e d  d u r i n g  pe r fo rmance  a g a i n s t  
s t a n d a r d s  o r  key o b j e c t i v e s  i n t e r v i e w ,  14% (7% in e a c h ) ;  s a l a r y  was 
d i s c u s s e d  in an i n t e r v i e w  wi t h  s u p e r v i s o r  no t  r e l a t e d  t o  pe r fo rmance  
a p p r a i s a l ,  5%; s a l a r y  was no t  d i s c u s s e d ,  81%. In t h e  same s t u d y ,  
s u p e r v i s o r s  were asked about  t h e  c o u n s e l i n g  i n t e r v i e w  in t h e  
p e r f o r ma nce  a p p r a i s a l  p r o c e s s .  S u p e r v i s o r s  i n d i c a t e d  t h a t  t h e y  gave 
a g e n t s  t h e i r  pe r fo rmance  a p p r a i s a l  s c o r e s  ex c e p t  in c a s e s  where t h e
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a ge n t  d i d  not  want  t o  know or  coul d  no t  deal  wi t h  t h e  knowledge.  In 
one c a s e ,  s c o r e s  were g i ve n  on ly  i f  asked f o r .
When employees  in an Envi ronmenta l  P r o t e c t i o n  Agency p r i n t  shop 
were e v a l u a t e d  by t h e  volume and q u a l i t y  o f  work t h e y  p roduced  and 
t h e  e v a l u a t i o n  s c o r e s  were p o s t e d ,  p r o d u c t i v i t y  i n c r e a s e d  (Engl and ,  
1985) .  The i n f e r e n c e  was t h a t  employees  d i d  no t  want  t o  be t h e  low 
man on t h e  t o t em p o l e .  Thus,  p o s t i n g  t h e  e v a l u a t i o n  s c o r e s  was an 
i n c e n t i v e  t o  produce  more e f f i c i e n t l y .
Purpose  o f  t h e  Appr a i s a l  P r o c e s s . A wel l  d e f i n e d  and e x p l a i n e d  
purpose  f o r  t h e  per fo rmance  a p p r a i s a l  p ro ce s s  shou l d  g i v e  co u n t y  
a g e n t s  more c o n f i d e n c e  in t h e  system.
Johnson and C a s s e l l  (1962) i n d i c a t e d  t h a t  pe r fo rmance  a p p r a i s a l  
s hou l d  be conduc t ed  t o  d e t e r mi n e  p r e s e n t  and p o t e n t i a l  p e r f o r ma n c e .  
Th i s  s hou l d  be t a ken  i n t o  account  when making recommendat ions  f o r  
s a l a r y  a d j u s t m e n t s  and p romot i ons .  A second r ea s o n  f o r  pe r f o r ma nce  
a p p r a i s a l  i s  t o  p r o v i d e  a f ramework f o r  d e v e l op i n g  t h e  employee .
Thi s  w i l l  i n c l u d e  t h e  p r o p e r  m o t i v a t i o n  and env i ronment  in which t o  
work.  I t  w i l l  g i v e  t h e  employee i n s i g h t  i n t o  how wel l  he o r  she 
pe r fo rms  on t h e  j o b ,  where a s s i s t a n c e  can be found,  t h e  g o a l s  o f  t h e  
o r g a n i z a t i o n  and what  t h e  o r g a n i z a t i o n  e x p e c t s  o f  t h e  employee.  
Advantages  o f  t h e  sys tem t o  t h e  employee a r e  i n c r e a s e d  mora l e  and 
m o t i v a t i o n ,  i n c r e a s e d  c o n f i d e n c e  in t h e  f a i r n e s s  o f  management ,  
u nc ove r i ng  t h e  e mp l oyee ' s  hidden t a l e n t s  and weaknes s es ,  and s e r v i n g  
as a b a s i s  f o r  measur i ng  p r o g r e s s  and f u t u r e  g rowth .  Perhaps  t h e  
g r e a t e s t  v a l u e  o f  t h e  per formance  a p p r a i s a l  p r o c e s s  i s  t h e
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o p p o r t u n i t y  i t  a l l ows  f o r  count y  s t a f f  members and s u p e r v i s o r s  t o  
communicate about  t h e  s u c c e s s f u l  conduc t  o f  t h e  program.
Hahn, Brumback and Edwards (1979a)  found t h a t  t h e  p r edomi nan t  
p u r pos e  o f  per formance  a p p r a i s a l  in t h e  C o o p e r a t i v e  E x t en s i o n  S e r v i c e  
was s a l a r y  a d m i n i s t r a t i o n .  Thi s  i n v o l v e s  both t e c h n i c a l  and 
p s y c h o l o g i c a l  i s s u e s  which a r e  complex and c o n t r o v e r s i a l .  I t  was 
r e p o r t e d  t h a t  some o f  t h e  C oo p e r a t i v e  Ex t ens i on  S e r v i c e s  were v e r y  
gua r ded  in how t h e  per fo rmance  a p p r a i s a l  sys tem was l i n k e d  t o  pay.
Th i s  t e s t i f i e d  t o  i t s  c o n t r o v e r s i a l  n a t u r e .  Bor ich  (1978)  r e p o r t e d  
t h a t  pay r a i s e s  a r e  no t  r e l a t e d  t o  r e s u l t s  o f  an e x t e n s i o n  a g e n t ' s  
work,  bu t  r a t h e r  t o  o t h e r  f a c t o r s  l i k e  academic d e g r e e s  o r  l e n g t h  o f  
s e r v i c e .  In seems t h a t  in t h i s  s t u d y ,  r ewards  f o r  a j o b  wel l  done 
a r e  no t  t i e d  t o  achi evement  and s a t i s f a c t i o n  i s  r e duc e d .
In t h e  formal  e v a l u a t i o n s  o f  a g e n t s  i t  was found t h a t  t h e r e  was 
v e r y  l i t t l e  per formance  a n a l y s i s .  I t  was a l s o  found t h a t  most  o f  t h e  
sys t ems  were d es ig n e d  t o  look  backward,  and no t  forward  (Hahn,
Brumback and Edwards,  1979a) .  The need f o r  m o d i f i c a t i o n  was found t o  
be most  e v i d e n t  in c o n t e n t  and system r e l a t e d  c hange s .  One o f  t h e  
t y p i c a l  o p e r a t i o n a l  problems r e p o r t e d  was t h a t  s u p e r v i s o r s  a r e  
r e l u c t a n t  t o  d i s c u s s  per formance  even on formal  o c c a s i o n s .  Linking  
pay t o  pe r fo rmance  i s  an a d d i t i o n a l  problem and was accompl i shed  by 
a s s u r i n g  t h a t  t h e  new sys tem y i e l d e d  a per fo rmance  m e r i t  pay index .  
Per formance  m o t i v a t i o n  was t h e  l a s t  t h e o r e t i c a l  r a t i o n a l e  r e p o r t e d .
Two t y p e s  were g i v e n :  i n t r i n s i c  m o t i v a t i o n  d e a l i n g  wi t h  j o b  
s a t i s f a c t i o n ,  and e x t r i n s i c  m o t i v a t i o n ,  such as pay and p r omot ion .
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Hahn, Brumback and Edwards (1979a)  found t h a t  t h e  v a s t  m a j o r i t y  
o f  r e s p o n d e n t s  f e l t  t h a t  t h e  sys t em was f a i r  and u n b i a s e d .  Two a g en t s  
commented t h a t  t h e  sys tem would o n l y  be as  u nb i a se d  and f a i r  as  t h e  
p e op l e  who a d m i n i s t e r  i t ,  and two o t h e r s  f e l t  i t  would depend on t h e  
r a t e r ' s  f a m i l i a r i t y  wi th  t h e  a g e n t ' s  program and p e r f o r ma nce .
General  comments about  t h e  purpose  o f  t h e  pe r fo rmance  a p p r a i s a l  
sys t em were r e p o r t e d  by P o t t s  (pp.  9 4 - 98 ) .  One such comment was "I 
b e l i e v e  t h a t  t h e  per formance  a p p r a i s a l  sys t em has been used by 
s u p e r v i s o r s  t o  v e r i f y  t h e i r  e x i s t i n g  o p i n i o n s  and b i a s e s .  The 
s u p e r v i s o r  r a t e s  us as he f e e l s  t h i n g s  p ro b a b l y  a r e ,  in view o f  h i s  
o p i n i o n  about  u s . "
There  a r e  two p r imary  r ea s o n s  f o r  e v a l u a t i o n ,  m e r i t  pay o r  
p romot ion  and t o  g i v e  f eedback  t o  t h e  employee.  C o n s i d e r i n g  employee 
f ee d b a c k ,  Winsor  (1984) r e p o r t e d  t h a t  p r o f e s s i o n a l  employees  shou l d  
r e c e i v e  more e f f e c t i v e  f eedback  and l e s s  n e g a t i v e  e v a l u a t i o n .  
P r o f e s s i o n a l s  do not  r espond  wel l  t o  n e g a t i v e  e v a l u a t i o n  o r  
c r i t i c i s m ,  and t e nd  t o  become very  d e f e n s i v e .
County a g e n t s  in Ar i zona  were asked by N a n d a s i r i  (1990)  i f  t h e  
y e a r l y  pe r sonne l  e v a l u a t i o n  method was a c o n s t r a i n t  t o  t h e  
pe r fo rmance  o f  t h e i r  d u t i e s .  The r e s p o n se  was o b t a i n e d  on a 5 - p o i n t  
s c a l e .  The o v e r - a l l  mean r a t i n g  o f  3 . 3  showed t h a t  i t  impeded t h e  
p e r fo rmance  o f  t h e i r  d u t i e s .
Respondent s  in t h e  Tennessee  P ub l i c  School  System were asked by 
Beaty (1983)  t o  r espond t o  t h e  purpose  o f  s u p e r v i s o r  e v a l u a t i o n  as t o  
c u r r e n t  p r a c t i c e s  and what  should  be t h e  most  i m p o r t a n t .  In both
c a s e s ,  p romot ing  p e r s o n a l  growth and competence was t h e  ma jor  
p u r p o s e .  To improve i n s t r u c t i o n  was ranked second as t o  c u r r e n t  
p r a c t i c e s ,  bu t  shou l d  have been f o u r t h .  Meet ing s t a t e  r e q u i r e m e n t s  
was g i v e n  as  t h i r d  on c u r r e n t  p r a c t i c e s  and shou l d  have been s i x t h .  
M o t i v a t i n g  s u p e r v i s o r s  t oward b e t t e r  per formance  was l i s t e d  f o u r t h  
and s hou l d  have been f i f t h .  F a c i l i t a t i n g  communica t ion and 
c o o p e r a t i o n  among a d m i n i s t r a t o r s ,  t e a c h e r s  and t h e  community was 
g iv e n  as  f i f t h  and shou l d  have been t h i r d .  P r o v i d i n g  i n f o r m a t i o n  
r e l a t e d  t o  t h e  s t r e n g t h s  and weaknesses  o f  t h e  i n d i v i d u a l  employee 
was l i s t e d  as  s i x t h  and shou ld  have been second.  Making p e r so n n e l  
d e c i s i o n s  such as t o  h i r e ,  f i r e ,  t r a n s f e r  o r  promote was s e ve n t h  and 
s hou l d  have been e i g h t h  w h i l e  g r a n t i n g  m e r i t  pay was e i g h t h  and
s hou l d  have been s e v e n t h .
Lawton e t .  a l . (1986)  de t e r mi n e d  t h e  p e r c e n t a g e  o f  t e a c h e r s  and 
s u p e r i n t e n d e n t s  i n d i c a t i n g  t h a t  pe r formance  a p p r a i s a l  had a p o s i t i v e
e f f e c t  on t h e i r  pe r fo rmance :  no e f f e c t ,  t e a c h e r s ,  40.5%,
s u p e r i n t e n d e n t s  0%; a smal l  e f f e c t ,  t e a c h e r s  43.6%, s u p e r i n t e n d e n t s  
14%; a modest  e f f e c t ,  t e a c h e r s  13.3%, s u p e r i n t e n d e n t s  43%; and a 
s u b s t a n t i a l  e f f e c t ,  t e a c h e r s  2.6% and s u p e r i n t e n d e n t s ,  43%.
Beaty  (1983)  asked r e s p o n d e n t s  t h e i r  p e r c e p t i o n s  o f  t h e  
i mp o r t a n c e  o f  c u r r e n t  p r a c t i c e s  and what  shou ld  be t h e  most  i m p o r t a n t  
r e s u l t s  o f  s u p e r v i s o r y  e v a l u a t i o n  in p u b l i c  school  d i s t r i c t s  in 
T e n n e s s e e .  He r e p o r t e d  t h a t  improvement  o f  s u p e r v i s o r  pe r f o r ma nce  
was and shou ld  be t h e  most  i m p o r t a n t ,  w i t h  b e t t e r  communica t ion and 
c o o p e r a t i o n  be i ng  second.  Job t a r g e t s  f o r  s u p e r v i s o r s  was l i s t e d  as
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t h i r d  c u r r e n t l y  and f o u r t h  in i mpor t ance .  Improvement  in i n s t r u c t i o n  
was l i s t e d  as f o u r t h  c u r r e n t l y  and t h i r d  in i mp o r t a n c e .  The 
r e ma i n i n g  i t ems  had s i m i l a r  r an k i n g s  on both c o u n t s :  f i f t h ,  t o p i c s
f o r  i n s e r v i c e  t r a i n i n g ;  s i x t h ,  t r a n s f e r ,  d i s m i s s a l s ,  and p r omo t io n s ;  
s e v e n t h ,  m e r i t  pay.  Pe r c e i ve d  e f f e c t i v e n e s s  o f  s u p e r v i s o r  e v a l u a t i o n  
was a l s o  r e p o r t e d  as good,  37.8%; s a t i s f a c t o r y ,  49.9%; and poor ,
12.3%. When t h e  r e s p o n s e s  were broken down by r e s p o n d e n t  g r ou p ,  o n l y  
t h e  m a j o r i t y  o f  s u p e r v i s o r s  (50.7%) f e l t  t h e  p r o c e s s  was good.  When 
asked  i f  t h e  e v a l u a t i o n  p r o c e s s  had improved s u p e r v i s o r  e f f i c i e n c y ,  
47.3% i n d i c a t e d  y e s ,  31% s a i d  t h e y  d i d  no t  know and 21.7% i n d i c a t e d  
no.  The m a j o r i t y  o f  t h e  s u p e r i n t e n d e n t s  (70.7%) and s u p e r v i s o r s  
(65.3%) s a i d  y e s ,  wh i l e  on l y  37.3% o f  t h e  p r i n c i p a l s  and 34.0% o f  t h e  
t e a c h e r s  s a i d  y e s .  Of t h e  p r i n c i p a l s ,  40.5% s a i d  no,  and 52.3% o f  
t h e  t e a c h e r s  d i d  no t  know.
K i l e y  (1988)  compared t h e  p e r c e i v e d  use  o f  pe r f o r ma nce  
e v a l u a t i o n  o f  school  a d m i n i s t r a t o r s  and t e a c h e r s  in s i x  Maryland 
school  s y s t ems .  A d m i n i s t r a t o r s  f e l t  t h a t  pe r fo rmance  a p p r a i s a l  
s hou l d  be used f o r  renewing a n d / o r  t e r m i n a t i n g  a t e a c h e r ' s  c o n t r a c t .  
T e a c h e r s  on t h e  o t h e r  hand i n d i c a t e d  t h a t  t h e s e  were n o t  a c c e p t a b l e  
u s e s .
I t  has  been r e p o r t e d  t h a t  c a r e e r  deve l opment  and pe r f o r ma nce  
a p p r a i s a l  a r e  no t  accompl i shed  t o g e t h e r  a l t ho ug h  t h e y  s hou l d  be.  
J acobs on  and Kaye (1986) r e p o r t  t h a t  employees  a r e  in c o n t r o l  and 
t a k e  ch a r g e  o f  t h e i r  own c a r e e r  deve l opment ,  w h i l e  managers  a r e  in 
c h a r ge  o f  per formance  a p p r a i s a l .  I f  t h e  two were more c l o s e l y
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r e l a t e d  and accompl i shed  t o g e t h e r  t he n  employees  would have a more 
a c t i v e  r o l e  in per fo rmance  a p p r a i s a l  and managers  would have more 
i n p u t  in c a r e e r  deve l opment .  Thomas (1980) r e p o r t e d  t h a t  i f  
employees  know what  i s  expec t ed  o f  them t h e y  w i l l  pe r fo rm b e t t e r .
Th i s  can be accompl i shed  wi t h  a c l e a r  and s p e c i f i c  pe r fo rmance  
a p p r a i s a l  sys t em.
The pu rpos e  o f  per fo rmance  a p p r a i s a l  f o r  school  l i b r a r y  media 
s p e c i a l i s t s  was r e p o r t e d  on by Shontz  (1986) .  Over 95% o f  t h e  
a d m i n i s t r a t o r s  i n d i c a t e d  t h a t  pe r formance  a p p r a i s a l  was f o r  
improvement  o f  i n d i v i d u a l  s p e c i a l i s t  pe r fo rmance  l e v e l s .  N i ne t y  f o u r  
p e r c e n t  ag r ee d  t h a t  t h e  r e s u l t s  o f  t h e  pe r s onne l  e v a l u a t i o n  s hou l d  be 
used t o  d eve l op  a c t i v i t i e s  f o r  t h e  school  l i b r a r y  media s p e c i a l i s t .
Demographis  D i f f e r e n c e s . Thi s  s e c t i o n  o f  t h e  r ev i e w o f  
l i t e r a t u r e  w i l l  g i v e  i n f o r m a t i o n  r e l a t i n g  t o  pe r fo rmance  a p p r a i s a l  
s c o r e s  by sex ,  r a c e ,  age ,  y e a r s  o f  s e r v i c e ,  a r e a  o f  e x p e r t i s e ,  s t a t e ,  
s a l a r y  and o t h e r  c a t e g o r i e s .
The 1982 pe r fo rmance  a p p r a i s a l  s c o r e s  f o r  coun t y  a g e n t s  in t h e  
Ohio C o o p e r a t i v e  Ex t ens i on  S e r v i c e  were compared by a r e a  o f  s t a t e ,  
s ex ,  a r e a  by sex ,  s u b j e c t  m a t t e r ,  y e a r s  e x p e r i e n c e  ( P o t t s ,  1984) .
Area o f  s t a t e  was t h e  on l y  v a r i a b l e  found t o  have a s i g n i f i c a n t  
r e l a t i o n s h i p  wi t h  a c o r r e l a t i o n  c o e f f i c i e n t  o f  . 39.  I t  was conc l uded  
t h a t  a r e a  o f  s t a t e  would be confounded wi t h  s u p e r v i s o r  s i n c e  a 
s u p e r v i s o r  r a t e d  h i s  a r e a .
I t  was conc l uded  by DiGiovanni  (1989) t h a t  pe r fo rmance  a p p r a i s a l  
must  be comple ted  f a i r l y  f o r  a l l  age g r oups .  O l de r  employees  shou l d
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n o t  be f o r c e d  t o  r e t i r e  by u n f a i r  use  o f  a pe r fo rmance  a p p r a i s a l  
sys t em.  They shou l d  be informed o f  poor  and good work pe r fo rmance  
and where t h e y  can improve.  On t h e  o t h e r  hand,  o l d e r  employees  
s hou l d  no t  use  age as an excuse  f o r  poor  pe r f o r ma nce .
Per formance  a p p r a i s a l  s c o r e s  o f  r u r a l  coun t y  a g e n t s  in  t h e  New 
England s t a t e s  were compared by age ,  s ex ,  h i g h e s t  l e v e l  o f  e d u c a t i o n ,  
y e a r s  e x p e r i e n c e  as an a g e n t ,  major  e x t e n s i o n  s u b j e c t  m a t t e r  a r e a  and 
s t a t e  ( P a t t e r s o n ,  1984) .  A s i g n i f i c a n t  d i f f e r e n c e  in pe r fo rmance  
a p p r a i s a l  by age was r e p o r t e d .  A m u l t i p l e  r ange  t e s t  a t  t h e  p = .05 
l e v e l  found t h e  30-39 y e a r  o l d  group s i g n i f i c a n t l y  d i f f e r e d  from t h e  
40-49  y e a r  o l d  group and 60+ y e a r  o l d  g roup ,  and t h e r e  was a 
s t a t i s t i c a l l y  s i g n i f i c a n t  d i f f e r e n c e  between t h e  50-59 y e a r  o ld  group 
and t h e  40-49 age group.  S t a t i s t i c a l l y  s i g n i f i c a n t  d i f f e r e n c e s  in 
pe r f o r ma nce  a p p r a i s a l  s c o r e s  were r e p o r t e d  by major  program a r e a  o f  
r e s p o n s i b i l i t y .  D i f f e r e n c e s  were found between t h e  home economics  
a g e n t s  and 4-H a g e n t s ;  a g r i c u l t u r e  a g e n t s ,  combi na t i on  a g e n t s  and 4-H 
a g e n t s ;  community and r u r a l  development  a g e n t s ,  c o mbi na t i on  a g e n t s  
and 4-H a g e n t s ;  and f o r e s t r y  a g e n t s  and 4-H a g e n t s .
A s t a t i s t i c a l l y  s i g n i f i c a n t  d i f f e r e n c e  was r e p o r t e d  by P a t t e r s o n  
(1984)  f o r  per formance  a p p r a i s a l  s c o r e s  by y e a r s  o f  e x p e r i e n c e  
g r o u ps .  No s i g n i f i c a n t  d i f f e r e n c e  was found between any y e a r s  
e x p e r i e n c e  g roups  us i ng  a m u l t i p l e  r ange  t e s t .  When t h e  f i v e  s t a t e s  
o f  t h e  New England r eg i o n  were c o n s i d e r e d ,  s t a t i s t i c a l l y  s i g n i f i c a n t  
d i f f e r e n c e s  in per fo rmance  a p p r a i s a l  s c o r e s  were found.  A m u l t i p l e  
r ange  t e s t  i n d i c a t e d  t h a t  s c o r e s  f o r  Vermont a g e n t s  were d i f f e r e n t
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from New Hampshi re and Maine and t h a t  s c o r e s  f o r  Hew Hampshi re a g e n t s  
were d i f f e r e n t  from r u r a l  a g e n t s  in Maine.
Wolford (1986) r e p o r t e d  on t h e  per fo rmance  a p p r a i s a l  s c o r e s  o f  
380 a g e n t s  o f  t h e  V i r g i n i a  Co o p e r a t i v e  Ex t ens i on  S e r v i c e  when 
compared by g en d e r ,  r a c e ,  program a r e a ,  p o s i t i o n  l e v e l ,  and 
g e o g r a p h i c  l o c a t i o n  in V i r g i n i a  f o r  t h e  a p p r a i s a l  document  d eve l oped  
by t h e  American I n s t i t u t e s  f o r  Research (Hahn, Brumback and Edwards,  
1979a) .  The a g e n t s  were r a t e d  in s i x  pe r formance  a r e a s  w i t h  v a r y i n g  
numbers o f  s t a n d a r d s  in each o f  t h e s e  a r e a s .  The pe r f o r ma nce  a r e a s  
and number o f  s t a n d a r d s  in  each were:  program p l a n n i n g  ( 4 ) ,  program 
promot ion  ( 2 ) ,  program impl emen t a t i on  ( 15 ) ,  program s u p p o r t  ( 9 ) ,  
i n t e r p e r s o n a l  and pe r s o n a l  b eh av i o r s  (9) and s u p e r v i s o r y  b e h a v i o r  
( 4 ) .  When pe r formance  a p p r a i s a l  s c o r e s  were compared f o r  g e n d e r ,  a 
s i g n i f i c a n t  d i f f e r e n c e  was found f o r  t h r e e  o f  t h e  s i x  a r e a s  in t h e  
s t u d y .  In program p l a n n i n g ,  program i mp l e m e n t a t i o n ,  and s u p e r v i s o r y  
p e r f o r ma nce  males  were s co r ed  h i g h e r  t han  f ema l e s .  Program 
p r o m o t i o n / p u b l i c  r e l a t i o n s  and program i mpl emen t a t i on  were found t o  
be s i g n i f i c a n t l y  d i f f e r e n t  by r a c e .  The b l a c k  a g en t s  were r a t e d  
h i g h e r  and a l s o  p e r c e i v e d  t h a t  t h e s e  two a r e a s  were more i m p o r t a n t  
t h a n  t h e  w h i t e  a g e n t s .  In a d d i t i o n ,  b l a c k  a g e n t s  p e r c e i v e d  
o r g a n i z a t i o n a l  r a c i a l  b i a s .
N a n d as i r i  (1990) r e p o r t i n g  on work c o n s t r a i n t s  found t h a t  
a g e n t s  a s s i g n e d  t o  home economics  had a s l i g h t l y  h i g h e r  mean t h a n  
t h o s e  in a g r i c u l t u r e  and 4-H.  Comparing y e a r s  o f  s e r v i c e ,  a g e n t s  
w i t h  l e s s  t ha n  f i v e  y e a r s  o f  s e r v i c e  had a lower  mean ( 2 . 7 )  t ha n
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a g e n t s  w i t h  f i v e  o r  more y e a r s  o f  s e r v i c e  ( 3 . 3 ) .  I t  was i n f e r r e d  
t h a t  a g e n t s  w i t h  more e x p e r i e n c e  had more knowledge abou t  
i n s t i t u t i o n a l  e x p e c t a t i o n s  t han  newer a g e n t s .
P a t t e r s o n  (1987) r e p o r t e d  t h a t  f o r  age o f  s u p e r v i s o r  e f f e c t  on 
a c t u a l  b e h a v i o r  and d e s i r e d  b eh a v i o r  o f  coun t y  a g e n t s ,  on l y  t h e  
deve l opment  o f  pe r fo rmance  c r i t e r i a  was s i g n i f i c a n t .  Younger 
e x t e n s i o n  s u p e r v i s o r s  were more aware o f  t h e  needs  o f  coun t y  a g e n t s  
and,  t h e r e f o r e ,  t h e i r  p e r c e p t i o n s  o f  t h e  d e s i r e d  and t h e  a c t u a l  
b e h a v i o r a l  o r i e n t a t i o n s  were s i m i l a r .  S i g n i f i c a n c e  was r e p o r t e d  f o r  
deve l opment  o f  pe r fo rmance  c r i t e r i a  in f emale  s u p e r v i s o r s ,  and a gen t  
o b s e r v a t i o n s  and r e t e n t i o n / t e r m i n a t i o n  d e c i s i o n s  f o r  male 
s u p e r v i s o r s .  When s u p e r v i s o r y  e d u c a t i o n a l  l e v e l  was c o n s i d e r e d  
( m a s t e r s  d e g r e e ,  M.S. p l u s  c o u r s e  work o r  D o c t o r a t e )  d o c t o r a t e  d e g r e e  
had a s i g n i f i c a n t  e f f e c t  on agen t  o b s e r v a t i o n s  and 
r e t e n t i o n / t e r m i n a t i o n  d e c i s i o n s .  The ma s t e r s  d e g r ee  p l u s  c o u r s e  work 
had a s i g n i f i c a n t  e f f e c t  on development  o f  pe r fo rmance  c r i t e r i a .
Years  o f  s e r v i c e  as a s u p e r v i s o r  (0-5 y e a r s ,  6-15 y e a r s  and 16 p l u s  
y e a r s )  had a s i g n i f i c a n t  e f f e c t  f o r  agen t  o b s e r v a t i o n .  S u p e r v i s o r s  
were g rouped i n t o  t h o s e  who had no g r a d u a t e  l e v e l  c r e d i t s  in 
a d m i n i s t r a t i o n  and t h o s e  who had one o r  more c r e d i t s .  Both l e v e l s  
had a s i g n i f i c a n t  e f f e c t  on agen t  o b s e r v a t i o n s .  One p l u s  g r a d u a t e  
l e v e l  c r e d i t s  in a d m i n i s t r a t i o n  had a s i g n i f i c a n t  e f f e c t  on 
deve l opment  o f  pe r fo rmance  c r i t e r i a  and r e t e n t i o n / t e r m i n a t i o n  
d e c i s i o n s .  Years  as  a coun t y  agen t  was a l s o  used t o  group 
s u p e r v i s o r s ,  t h e  g roup i ng  be ing 0-5 y e a r s ,  6-10 y e a r s ,  11-15 y e a r s
80
and 16 p l u s  y e a r s .  The on l y  s i g n i f i c a n t  e f f e c t  was on a g e n t  
o b s e r v a t i o n s  by t h e  16 p l u s  y e a r s  as a count y  a g e n t .  S u p e r v i s o r s  
were a l s o  grouped by t h e  number o f  a g e n t s  t h e y  s u p e r v i s e d  ( 0 - 15 ,  16- 
30 and 31 p l u s ) .  T h i r t y  one o r  more a g en t s  s u p e r v i s e d  had a 
s i g n i f i c a n t  e f f e c t  on a gen t  o b s e r v a t i o n s ,  and 16-30 a g e n t s  s u p e r v i s e d  
had a s i g n i f i c a n t  e f f e c t  on r e t e n t i o n / t e r m i n a t i o n  d e c i s i o n s .
The d a t a  were a na l yzed  on count y  a g e n t s '  p e r s p e c t i o n s  on a c t u a l  
b e h a v i o r  and d e s i r e d  b e h a v i o r  o f  t h e  s u p e r v i s o r s  f o r  c oun t y  agen t  
demogra ph i c s :  age ,  g e n d e r ,  h i g h e s t  e d u c a t i o n a l  l e v e l  a t t a i n e d ,  number 
o f  y e a r s  as  a coun t y  a g e n t ,  major  a r e a  o f  r e s p o n s i b i l i t y ,  s u p e r v i s i n g  
r e s p o n s i b i l i t y  and per formance  a p p r a i s a l  r e s p o n s i b i l i t y ,  ( P e t e r s o n ,  
1987) .  Age o f  coun t y  a g e n t s  was grouped as f o l l o w s ;  21-35 y e a r s ,  36- 
40 y e a r s ,  41-50 y e a r s  and over  50 y e a r s .  The 36-40 y e a r  o l d  group 
had a s i g n i f i c a n t  e f f e c t  on a gen t  o b s e r v a t i o n s  and 
r e t e n t i o n / t e r m i n a t i o n  d e c i s i o n s .  A s i g n i f i c a n t  e f f e c t  was found f o r  
a l l  f o u r  pe r formance  a p p r a i s a l  s i t u a t i o n s  ( a g e n t  pe r fo rmance  
c r i t e r i a ,  a g e n t  o b s e r v a t i o n s ,  development  o f  pe r fo rmance  c r i t e r i a  and 
r e t e n t i o n / t e r m i n a t i o n  d e c i s i o n s )  by t h e  41-50 y e a r s  o l d  g roup o f  
coun t y  a g e n t s .  The over  50 y e a r  o l d  group had a s i g n i f i c a n t  e f f e c t  
on a g e n t  o b s e r v a t i o n s  and r e t e n t i o n / t e r m i n a t i o n  d e c i s i o n s .
When g ende r  o f  coun t y  a g e n t s  was c o n s i d e r e d  by P e t e r s o n  (1987) ,  
f ema l e s  were found t o  have had a s i g n i f i c a n t  e f f e c t  on o n l y  a gen t  
o b s e r v a t i o n s .  The male group had a s i g n i f i c a n t  e f f e c t  on agen t  
o b s e r v a t i o n s ,  development  o f  pe r fo rmance  c r i t e r i a  and 
r e t e n t i o n / t e r m i n a t i o n  d e c i s i o n s .  The e d u c a t i o n a l  l e v e l  o f  coun t y
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a g e n t s  was found t o  have a s i g n i f i c a n t  e f f e c t  on t h e  a c t u a l  v e r s u s  
d e s i r e d  b e h a v i o r  o f  s u p e r v i s o r s .  Bache l o r s  p lu s  c o u r s e  work had a 
s i g n i f i c a n t  e f f e c t  on a gen t  o b s e r v a t i o n s .  The m a s t e r s  o r  d o c t o r a t e  
g roup had a s i g n i f i c a n t  e f f e c t  on a gen t  o b s e r v a t i o n s ,  deve l opment  o f  
pe r f o r ma nce  c r i t e r i a  and r e t e n t i o n / t e r m i n a t i o n  d e c i s i o n s .
S i g n i f i c a n c e  f o r  y e a r s  o f  s e r v i c e  o f  coun t y  a g e n t s  and i t s  
e f f e c t  on a c t u a l  v e r s u s  d e s i r e d  p e r c e p t i o n s  o f  s u p e r v i s o r s  was g i ve n  
by P e t e r s o n  ( 1987) .  The y e a r s  o f  s e r v i c e  g roup ,  0-5 y e a r s ,  was found 
t o  be s i g n i f i c a n t  f o r  r e t e n t i o n / t e r m i n a t i o n  d e c i s i o n s  o n l y ,  w h i l e  t h e  
6 -10  y e a r s  o f  s e r v i c e  group was s i g n i f i c a n t  f o r  a g e n t  o b s e r v a t i o n .
The 11-15 y e a r s  o f  s e r v i c e  group had a s i g n i f i c a n t  e f f e c t  on a g e n t  
o b s e r v a t i o n s .  The y e a r s  o f  s e r v i c e  group o f  o ve r  16 y e a r s  was 
s i g n i f i c a n t  f o r  a gen t  o b s e r v a t i o n s  and development  o f  pe r fo rmance  
c r i t e r i a .
An a d d i t i o n a l  q u e s t i o n  proposed by P e t e r s o n  (1987)  was i f  coun t y  
a g e n t s  w i t h  s u p e r v i s o r y  r e s p o n s i b i l i t i e s  d i f f e r  f rom o t h e r  a g e n t s  in 
r e g a r d  t o  t h e i r  d e s i r e d  and a c t u a l  b eh av i o r  o f  t h e i r  s u p e r v i s o r .  
Development  o f  per fo rmance  c r i t e r i a  was t h e  on l y  pe r fo rmance  
a p p r a i s a l  s i t u a t i o n  found t o  be s i g n i f i c a n t l y  d i f f e r e n t  f o r  t h e  non- 
s u p e r v i s o r y  count y  a g e n t s .  The same s i g n i f i c a n t  e f f e c t  on t h e  same 
s i t u a t i o n  was r e p o r t e d  when count y  a g e n t s  wi th  pe r fo rmance  a p p r a i s a l  
r e s p o n s i b i l i t i e s  were c o n s i d e r e d .
Knansar i  (1985) compared mid-management  pe r sonne l  in p u b l i c  
s c h o o l s  and s e l e c t e d  i n d u s t r i e s  in Texas .  S i g n i f i c a n t  d i f f e r e n c e s  
were found between t h e  two groups  f o r  e d u c a t i o n a l  l e v e l ,  age ,  m a r i t a l
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s t a t u s ,  y e a r s  o f  a d m i n i s t r a t i v e  e x p e r i e n c e ,  number o f  employees  
e v a l u a t e d  and income.  The groups  d i d  no t  d i f f e r  s i g n i f i c a n t l y  f o r  sex 
and r a c e .
Summary
The r ev i e w o f  t h e  c u r r e n t  l i t e r a t u r e  i n d i c a t e s  t h a t  t h e r e  i s  a 
b a s i c  pe r f o r ma nce  a p p r a i s a l  method e s t a b l i s h e d  f o r  t h e  C o o p e r a t i v e  
E x t e n s io n  S e r v i c e .  Absentee  s u p e r v i s i o n  o f  a g e n t s  i s  p o i n t e d  o u t  as 
a p o t e n t i a l  p roblem.  Problems wi th  and p o t e n t i a l  s o l u t i o n s  t o  
problems  wi t h  t h e  per formance  a p p r a i s a l  form a r e  d i s c u s s e d .  The 
l i t e r a t u r e  s u g g e s t s  t h a t  per formance  a p p r a i s a l  s c o r e s  be used f o r  
m e r i t  pay among o t h e r  u s e s .  The q u e s t i o n  o f  who shou ld  e v a l u a t e  
c oun t y  a g e n t s  i s  d i s c u s s e d .  The use o f  management by o b j e c t i v e s  and 
t h e  r e l a t i o n s h i p  o f  t h i s  t o  t h e  per formance  a p p r a i s a l  p r o c e s s  a r e  
p r e s e n t e d .  I t  i s  ag reed  in t h e  l i t e r a t u r e  t h a t  t h e  i n d i v i d u a l / s  
c o nd u c t i n g  t h e  e v a l u a t i o n  p r oc e s s  must  be p r o p e r l y  t r a i n e d .  The 
s u g g e s t e d  p u r pos e s  o f  t h e  per formance  a p p r a i s a l  p r o c e s s  and 
demographic  d i f f e r e n c e s  as found in t h e  l i t e r a t u r e  a r e  g i v e n .  Agent  
p e r c e p t i o n s  o f  t h e  many va r y i n g  deg r ee s  o f  t h e  pe r f o r ma nce  a p p r a i s a l  
p r o c e s s  have been p r e s e n t e d  as a v a i l a b l e  in t h e  l i t e r a t u r e .
Chap t e r  I I I  
METHODOLOGY
I n t r o d u c t i o n
Th i s  s t u d y  was d e s ig n e d  t o  de t e r mi ne  t h e  p e r c e p t i o n s  o f  coun t y  
e x t e n s i o n  a g e n t s  c o n c e r n i n g  t h e  annual  pe r formance  a p p r a i s a l  sys t em 
used in t h e i r  s t a t e  c o o p e r a t i v e  e x t e n s i o n  s e r v i c e .  The s t u d y  was 
l i m i t e d  t o  s i x  s t a t e s  in t h e  Southern  Region o f  t h e  C o n t i n e n t a l  
Un i t e d  S t a t e s .  S t a t e s  were s e l e c t e d  on t h e  b a s i s  o f  c e r t a i n  c r i t e r i a  
r e l a t e d  t o  t h e i r  per fo rmance  a p p r a i s a l  sys tem.
The d a t a  were o b t a i n e d  by a ma i l ed  q u e s t i o n n a i r e  s e n t  t o  coun t y  
a g e n t s .  P e r c e p t i o n s  o f  t h e  p r e s e n t  and i de a l  pe r fo rmance  a p p r a i s a l  
sys t ems  were compared.  C h a r a c t e r i s t i c s  o f  t h e  pe r fo rmance  a p p r a i s a l  
sys t em used by i n d i v i d u a l  s t a t e s  and pe r s ona l  and o t h e r  
c h a r a c t e r i s t i c s  o f  a g en t s  were used as i nde penden t  v a r i a b l e s ,  a n d / o r  
c o - v a r i a b l e s  t o  s t u d y  t h e i r  r e l a t i o n s h i p s  wi t h  a g e n t ' s  p e r c e p t i o n s .  
S e l e c t i o n  o f  S t a t e s
A l e t t e r  ( append i x  A) r e q u e s t i n g  t h e  per formance  a p p r a i s a l  
document  in c u r r e n t  use was s e n t  t o  t h e  t h i r t e e n  C o o p e r a t i v e  
E x t en s i o n  S e r v i c e  D i r e c t o r s  in t h e  Southern  Region o f  t h e  C o n t i n e n t a l  
Un i t e d  S t a t e s .  Per formance  a p p r a i s a l  documents  were r e c e i v e d  from 11 
o f  t h e  e x t e n s i o n  s e r v i c e s .  One o f  t h e  11 r e q u e s t e d  t h a t  t h e  s t a t e  
n o t  be i n c l u d ed  in t h e  s t u d y .  The pe r formance  a p p r a i s a l  documents  o f  
t h e  r e ma i n i ng  t e n  s t a t e s  were reviewed and seven s t a t e s  were s e l e c t e d  
t o  be i n c l u d e d  in t h e  s t u d y .  The i n d i v i d u a l  s t a t e  s e l e c t i o n  was
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per fo rmed  by r e v i e wi ng  t h e  i n d i v i d u a l  s t a t e  pe r fo rmance  a p p r a i s a l  
document  t o  d e t e r m i n e  i f  an o v e r a l l  numer i ca l  s c o r i n g  sys t em was 
u s e d .  Only t h o s e  wi t h  a s c o r i n g  system i n c l u d ed  in  t h e  document  o r  a 
s c o r i n g  sys t em r e f e r r e d  t o  in t h e  l i t e r a t u r e  were s e l e c t e d .
A d d i t i o n a l  i t ems  were no ted  r e g a r d i n g  each document  and used in t h e  
a n a l y s i s  o f  d a t a .  The no t e d  i t ems  were 1) we i gh t ed  o r  n on - we i gh t e d  
s c o r i n g  sys t em;  2) i n c l u d i n g  o r  no t  i n c l u d i n g  some form o f  management  
by o b j e c t i v e s ;  3) an i n d i c a t i o n  o f  t h e  use o r  non-use  o f  t h e  
pe r f o r ma nc e  a p p r a i s a l  sys t em,  (p romot i ons ,  s a l a r y ,  i n - s e r v i c e  
t r a i n i n g ,  t r a n s f e r ,  e t c . ) ;  4) an i n d i c a t i o n  o f  t h e  use  o r  no n - us e  o f  
a formal  appeal  p r o c e s s  o f  t h e  pe r formance  a p p r a i s a l  s c o r e .
A l e t t e r  (Appendix B) was s e n t  t o  t h e  seven S t a t e  Ex t en s i o n  
S e r v i c e  D i r e c t o r s  r e q u e s t i n g  p e r mi s s i on  t o  su rvey  a g e n t s  in t h a t  
s t a t e .  Only s i x  o f  t h e  seven s t a t e s  s e l e c t e d  f o r  t h e  s t u d y  a g r ee d  t o  
p a r t i c i p a t e  in t h e  s t u d y .  The s t a t e s  s e l e c t e d  and a g r e e i n g  t o  
p a r t i c i p a t e  in t h e  s t u d y  were Alabama,  Arkansas ,  F l o r i d a ,  L o u i s i a n a ,  
Oklahoma,  and Texas .
Alabama- The Per formance  Appr a i s a l  Handbook f o r  t h e  Alabama 
C o o p e r a t i v e  Ex t ens i on  S e r v i c e ,  County S t a f f  (1989) s t a t e s  t h a t  a g e n t s  
w i l l  be e v a l u a t e d  by t h e  D i s t r i c t  Agent  and County Agen t s -  
C o o r d i n a t o r .  The County A g e n t s - C o or d i n a t o r  w i l l  be e v a l u a t e d  by t h e  
D i s t r i c t  Agent .  The a g e n t s  must  s e t  o b j e c t i v e s  f o r  t h e  p e r f o r ma nce  
p e r i o d  which w i l l  be r ev i ewed by t h e  s u p e r v i s o r ( s ) . The a g e n t  w i l l  
t h e n  r e p o r t  accompl i shment s  a n d / o r  r e s u l t s  which w i l l  be r ev i e we d  by 
t h e  s u p e r v i s o r  f o r  a management by o b j e c t i v e s  e v a l u a t i o n .
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Per formance  a p p r a i s a l  w i l l  be conduc t ed  a n n u a l l y  between J a n u a r y  1 
and March 1 o f  each y e a r .  The a gen t  must  be g i ve n  a copy o f  t h e  
comp o s i t e  s c o r e  and a copy o f  an appeal  p r o ce d u r e  r e g a r d i n g  t h e  
annual  pe r formance  a p p r a i s a l  s c o r e  and t h e  p r o c e s s .
A r k a n s a s . The Arkansas  Co o p e r a t i v e  Ex t ens i on  S e r v i c e  pe r f o r ma nce  
a p p r a i s a l  document  s t a t e s  t h a t  i t  w i l l  s e r v e  as  a b a s i s  f o r  g u i d a nc e  
and i n - s e r v i c e  t r a i n i n g  and a s s i s t  t h e  a g e n t s  in e v a l u a t i n g  t h e i r  own 
work (Annual Per formance A p p r a i s a l ,  County Ex t ens i on  Agen t s ,  1985) .  
Agent s  a r e  e v a l u a t e d  by t h e i r  immediate  s u p e r v i s o r s .  The coun t y  
s t a f f  cha i rman w i l l  e v a l u a t e  a g e n t s  under  h im / h e r  wi t h  i n p u t  from 
d i s t r i c t  p e r s o n n e l ,  w h i l e  t h e  coun t y  s t a f f  cha i rman w i l l  be e v a l u a t e d  
by t h e  d i s t r i c t  d i r e c t o r  wi th  i n p u t  from t h e  d i s t r i c t  program l e a d e r .  
The a g e n t s  a r e  e v a l u a t e d  in seven a r e a s  w i t h  a p e r c e n t a g e  we i gh t ed  
s c o r e  f o r  eac h .  Agents  a r e  e v a l u a t e d  in f i v e  n o n - s c o r e d  a r e a s  and on 
pe r f o r ma nc e  a g a i n s t  key o b j e c t i v e s  o r  management by o b j e c t i v e s  which 
a r e  n o t  a s s i g n e d  a numer i ca l  s c o r e .
F l o r i d a .  The per formance  a p p r a i s a l  p r o c e s s  f o r  t h e  F l o r i d a  
C o o p e r a t i v e  Ex t ens i on  S e r v i c e  ap p e a r s  t o  be d i f f e r e n t  f rom t h e  o t h e r  
s t a t e s .  The p r oc e s s  appea r s  t o  be s t r i c t l y  management by o b j e c t i v e s .  
The a g e n t s  a r e  e v a l u a t e d  on a r e p o r t  o f  accompl i shment s  form.  Thi s  
i n f o r m a t i o n  i s  deve l oped  from t h e  p l an  o f  work and r e l a t e d  t o  what  
t h e  a g e n t  accompl i shed  t h a t  y e a r  (County F a c u l t y  Achievement  Re po r t s  
f o r  1988-89,  1989) .  As i n d i c a t e d  by B r as he r  (1989)  t h e  pe r fo rmance  
a p p r a i s a l  sys t em i s  f o r m l e s s .  The a gen t  be g i ns  h i s / h e r  e v a l u a t i o n  
p r o c e s s  w i t h  a b l ank  s h e e t  o f  pape r  and r e p o r t s  what  was a cc ompl i s he d
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based  on t h e  p l a n  o f  work and o t h e r  e d u c a t i o n a l  a c t i v i t i e s  d u r i n g  t h e  
y e a r .  A s t a t e d  use  o f  t h e  per formance  a p p r a i s a l  p r o c e s s  and who 
e v a l u a t e s  was no t  g i ve n  in  t h e  per formance  a p p r a i s a l  i n f o r m a t i o n .  
B r a s h e r  (1989)  i n d i c a t e d  t h a t  t h e  p r o c e s s  was used f o r  m e r i t  pay ,  and 
t h a t  t h e  e v a l u a t i o n  p r o c e s s  i n c l u d e d  D i s t r i c t  Ex t ens i on  D i r e c t o r s  and 
County O f f i c i a l s .
L o u i s i a n a . The pe r fo rmance  a p p r a i s a l  sys t em in t h e  L o u i s i a n a  
C o o p e r a t i v e  Ex t ens i on  S e r v i c e  uses  s e p a r a t e  forms f o r  a r e a  o r  p a r i s h  
( coun t y )  a g e n t s  doing  a d u l t  work in a g r i c u l t u r e  a n d / o r  f i s h e r i e s ,  
a d u l t  work in home economics ,  and 4-H and you t h  a g e n t s  ( L o u i s i a n a  
C o o p e r a t i v e  Ex t ens i on  S e r v i c e ,  1987a,  1987b,  1987c ,1987d,  1987e,
1987f ,  1987g) .  Agents  a r e  s co red  in f i v e  a r e a s  w i t h  t h e  s c o r e  
r e p o r t e d  as  a p e r c e n t a g e .  The per formance  a p p r a i s a l  p r o c e s s  does  not  
i n v o l v e  management by o b j e c t i v e s .  No i n d i c a t i o n  o f  t h e  use  o f  t h e  
pe r f o r ma nce  a p p r a i s a l  p r o c e s s  i s  g iv e n .  The forms a r e  s i g ne d  by t h e  
P a r i s h  Chairman and t h e  D i s t r i c t  Agent .  However no i n d i c a t i o n  i s  
g i ve n  o f  t h e  i n p u t  o f  each in t h e  e v a l u a t i o n  p r o c e s s .
Oklahoma. The per fo rmance  a p p r a i s a l  sys t em u t i l i z e d  by t h e  
Oklahoma C o op e r a t i ve  Ex t ens i on  S e r v i c e  i s  a t w o - p a r t  sys t em (Oklahoma 
C o o p e r a t i v e  Ex t ens i on  S e r v i c e  Per formance Appr a i s a l  f o r  County 
E x t e n s io n  S t a f f ,  1989) .  The document  l i s t s  f o u r  s p e c i f i c  o b j e c t i v e s  
f o r  pe r fo rmance  a p p r a i s a l  (p 2) :
1. Enhance s t a f f  members '  c a p a c i t y  t o  d e l i v e r  e f f e c t i v e
e x t e n s i o n  programs;
2.  I d e n t i f y  a c t i o n  needed f o r  i n d i v i d u a l s  t o  improve t h e i r
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pe r f o r ma nce ;
3.  Promote g r e a t e r  i n d i v i d u a l  m o t i v a t i o n  and p r o d u c t i v i t y ;
4.  P r ov i de  f a i r  and e q u i t a b l e  i n pu t  f o r  s a l a r y
d e t e r m i n a t i o n ,  promot ion ,  e t c .
The f i r s t  p a r t  o f  t h e  system i s  t h e  Program P l a nn i ng  S e l f  
E v a l u a t i o n  which i s  management by o b j e c t i v e s  in n a t u r e  and r e l a t e s  t o  
t h e  p l a n  o f  work.  The second p a r t  i s  a per formance  s t a n d a r d s  
a p p r a i s a l  sys t em.  The per fo rmance  s t a n d a r d s  s e c t i o n  uses  a we i gh t ed  
s c o r i n g  sys t em from z e r o  t o  s i x ,  and a m u l t i p l i e r  f a c t o r  r a n g i n g  from 
s i x  t o  n i n e .  The agen t  does  a s e l f  e v a l u a t i o n  and t h e  County 
E x t e n s io n  D i r e c t o r  comple t es  h i s / h e r  e v a l u a t i o n  o f  t h e  a g e n t .  The 
two t h e n  c o n f e r  about  t h e  a g e n t ' s  e v a l u a t i o n  and document  t h e  forms .  
The d ocumen t a t i on  i s  t he n  s e n t  t o  t h e  D i s t r i c t  Program S p e c i a l i s t  f o r  
t h a t  program a r e a ,  who r ev i ews  t h e  form and documents  and j u s t i f i e s  
t h e  r a t i n g s ,  and then  f o rwards  t h e  i n f o r ma t i o n  t o  t h e  D i s t r i c t  
D i r e c t o r .  The D i s t r i c t  D i r e c t o r  r ev iews  t h e  i n f o r m a t i o n  and per forms  
h i s / h e r  own e v a l u a t i o n .  The f i n a l  s t e p  in t h e  e v a l u a t i o n  p r o c e s s  i s  
a pe r f o r ma nce  a p p r a i s a l  c o n fe r en c e  wi th  t h e  a g e n t .  The f i n a l  
pe r f o r ma nce  a p p r a i s a l  i n f o r m a t i o n  i s  t hen  fo rwarded  t o  t h e  A s s o c i a t e  
D i r e c t o r .  T h e r e f o r e ,  t h e  agen t  i s  e v a l u a t e d  f o u r  t i m e s ;  a s e l f  
e v a l u a t i o n ,  e v a l u a t i o n  by t h e  County Ex t ens ion  D i r e c t o r ,  e v a l u a t i o n  
by t h e  D i s t r i c t  Program S p e c i a l i s t ,  and e v a l u a t i o n  by t h e  D i s t r i c t  
E x t e n s io n  D i r e c t o r .
T e x a s . The o v e r a l l  purpose  o f  t h e  per formance  a p p r a i s a l  sys t em 
o f  t h e  Texas A g r i c u l t u r a l  Ex t ens ion  S e r v i c e  i s  " . . . t o  b u i l d ,
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e ncou r a ge  and promote t h e  h i g h e s t  form o f  s e r v i c e  t h a t  an employee 
can r e n d e r  and,  s i m u l t a n e o u s l y ,  t o  p r ov i de  t h e  employee a r ewar d i ng  
p r o f e s s i o n a l  c a r e e r  t h r ough  con t i n u o u s  p r o f e s s i o n a l  growth"  
( Pe r fo rmance  A p p r a i s a l  System f o r  Ex t ens i on  Agent s ,  1989,  p 1 ) .  The 
handbook s t a t e s  t h a t  t h e  per formance  a p p r a i s a l  sys t em was d eve l oped  
t o  comply wi t h  t h e  f e d e r a l  g u i d e l i n e s  o f  t h e  Equal Employment 
O p p o r t u n i t y  Commission.  The system i n c o r p o r a t e s  both management by 
o b j e c t i v e s  and s t a n d a r d s  o f  pe r formance  e v a l u a t i o n .  The s u p e r v i s o r  
must  o b s e r ve  t h e  employee in a t  l e a s t  one a c t u a l  t e a c h i n g  s i t u a t i o n  
and an e v a l u a t i o n  form comple ted on t h i s  o b s e r v a t i o n .  The e v a l u a t i o n  
i s  c onduc t ed  by t h e  D i s t r i c t  Ex t ens ion  D i r e c t o r  and t h e  agen t  
a c t i v e l y  p a r t i c i p a t e s  in t h e  r a t i n g  p r o c e s s .  The s c o r i n g  sys t em 
p r o v i d e s  f o r  a we i gh t ed  p r o c e d u re .  A d e t a i l e d  a g e n t  appeal  p r oc e d u re  
i s  g i v e n .  In a d d i t i o n ,  a d i s m i s s a l  p r oc e s s  t o  be f o l l owe d  i s  
i n c l u d e d .
S t a t e  Compa r i s ons . An overview o f  t h e  pe r fo rmance  a p p r a i s a l  
p r o c e s s  in t h e  s i x  s t a t e s  i s  g iven  in Tab l e  1. As shown, o n l y  two 
s t a t e s  use  a we i gh t ed  s c o r i n g  system.  Management by o b j e c t i v e s  i s  
u t i l i z e d  by f i v e  s t a t e s .  Four s t a t e s  i n d i c a t e  a s t a t e d  use  o f  t h e  
pe r f o r ma nce  a p p r a i s a l  p r o c e s s ,  and two s t a t e s  have an appeal  p r o c e s s .  
Sampl ing Technique  and Sample Size
A sample o f  a g e n t s  from each o f  t h e  s i x  s e l e c t e d  s t a t e s  was 
randomly s e l e c t e d  from a l i s t  o f  t h e  a g en t s  in t h a t  s t a t e  as  p ro v i d e d  
by t h a t  s t a t e  e x t e n s i o n  s e r v i c e .  The i n d i v i d u a l  sampl ing  was 
a cc ompl i she d  u s i ng  a random numbers t a b l e .
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Ta b l e  1
Comparison o f  Per formance  Appr a i s a l  Forms bv S t a t e s
S t a t e Weighted
s c o r i n g
system
Management
by
O b j e c t i v e s
I n d i c a t e d
use
Appeal
p r o c e s s
S co r in g
sys t em
Alabama Yes Yes Yes
Arkansas Yes Yes Yes
F l o r i d a Yes Yes Yes
L o u i s i a n a Yes
Oklahoma Yes Yes Yes Yes
Texas Yes Yes Yes Yes Yes
The number o f  a g en t s  s e l e c t e d  randomly from each s t a t e  was 
d e t e r m i n e d  u s i n g  C o ch r a n ' s  formul a  (Cochran,  1977) .  Th i s  f o r mu l a  i s :
n = t 2 s 2 = f l . 9 8 1 2 m 2
c F  ( .21)
where n = sample s i z e
t  = r i s k
s = e s t i m a t e d  v a r i a n c e  
d = a c c e p t a b l e  margin o f  e r r o r  (3%)
The minimal  sample s i z e  de t e r mi ne d  f o r  each s t a t e  in t h e  s t u d y  
u s i n g  t h e  fo rmul a  i s  g i ve n  in Table  2.  A p r o p o r t i o n a t e  sample u s i n g  
t h e  number o f  a g e n t s  in each s e l e c t e d  s t a t e  was a l s o  computed u s i n g  
C o c h r a n ' s  f o rmul a  (Cochran,  1977) .  The p r o p o r t i o n a t e  sample s i z e  as 
g i ve n  in Tab l e  2 was used in t h e  s t udy  t o  e n a b l e  i n d i v i d u a l  s t a t e  
i n t e r p r e t a t i o n s  i f  d e s i r e d  by t h e  Co o p e r a t i v e  Ex t ens i on  S e r v i c e  
D i r e c t o r  in t h a t  s t a t e .
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Development  o f  t h e  I n s t r u me n t
The s u b j e c t s  covered  in t h e  q u e s t i o n n a i r e  were d e t e r m i n e d  from 
t h e  e x i s t i n g  l i t e r a t u r e  on per formance  a p p r a i s a l  and i t s  a p p l i c a t i o n  
in  t h e  C o o p e r a t i v e  Ex t ens i on  S e r v i c e  and o t h e r  a r e a s  o f  employment .  
The q u e s t i o n s  r ev iewed t h e  a g e n t / s  p e r c e p t i o n s  o f  t h e  p r e s e n t  and 
i d e a l  pe r fo rmance  a p p r a i s a l  syst em w i t h i n  t h e  a g e n t ' s  r e s p e c t i v e  
S t a t e  C o o p e r a t i v e  Ex t ens i on  S e r v i c e .
Tab l e  2 
Sample s i z e
S t a t e
Number o f  
Employees
Minimal
Sample
P r o p o r t
Sample
A1abama 258 67 82
Arkansas 222 64 71
F l o r i d a 308 70 98
L o u i s i a n a 286 69 91
Oklahoma 202 62 64
Texas 618 78 196
Tota l 1894 410 602
The q u e s t i o n n a i r e  was p r e s e n t e d  in b o o k l e t  form and v a l i d a t e d  
by a group  o f  e x p e r t s  who r ev iewed i t  and made s u g g e s t i o n s .  The 
e x p e r t s  were 12 s p e c i a l i s t s  wi t h  t h e  L o u i s i a n a  C o o p e r a t i v e  E x t en s i o n  
S e r v i c e  some o f  whom had been count y  a g en t s  a n d / o r  had r e c e n t l y  
comple t ed  o r  were engaged in a d o c t o r a l  program.  These s u g g e s t i o n s  
were compi l ed  and a p p r o p r i a t e  changes  were made.  The q u e s t i o n n a i r e
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was t h e n  f i e l d  t e s t e d  on a s e l e c t e d  group o f  35 c oun t y  a g e n t s  from 
L o u i s i a n a ,  who were no t  be i ng  i n c l u d e d  in t h e  s t u d y .  The r e s p o n s e s  
from t h e  f i e l d  t e s t  were ana l yzed  f o r  a measure  o f  i n t e r n a l  
c o n s i s t e n c y .  Cronbachs  a l p h a  f o r  S e c t i o n  1 was . 51 ,  p r e s e n t  r e s po ns e  
o f  S e c t i o n  2,  .92 and i d e a l  r e s po ns e  o f  S e c t i o n  2,  . 86 .  Seve r a l  o f  
t h e  s t a t e m e n t s  in S e c t i o n  1 were reworded and one s t a t e m e n t  was moved 
t o  S e c t i o n  2.  In S e c t i o n  1 o f  t h e  f i n a l  q u e s t i o n n a i r e ,  t h e  a l p h a  was 
. 51 .  When q u e s t i o n  5 was d e l e t e d  i t  i n c r e a s e d  t o  . 82 .  The 
i n f o r m a t i o n  f o r  q u e s t i o n  5 w i l l  be p r e s e n t e d ,  bu t  i t  w i l l  no t  be 
d i s c u s s e d .  The L i k e r t - t y p e  s c a l e  was o mi t t e d  from t h e  i d e a l  r e s po ns e  
o f  q u e s t i o n  51 in t h e  f i r s t  mai l  o u t ,  bu t  c o r r e c t e d  f o r  t h e  second 
m a i l i n g .
The mai l  q u e s t i o n n a i r e  (Appendix C) c o n s i s t e d  o f  94 i t e m s .  The 
s t a t e m e n t s  in S e c t i o n  one and two c a l l e d  f o r  r e s p o n d e n t s  t o  c i r c l e  
t h e  a p p r o p r i a t e  number on a s e v e n - p o i n t  L i k e r t - t y p e  s c a l e .  The s c a l e  
was:  1, c o mp l e t e l y  a g r e e ;  2,  a g r ee ;  3,  somewhat a g r e e ;  4,  n e i t h e r  
a g r e e  nor  d i s a g r e e ;  5,  somewhat d i s a g r e e ;  6,  d i s a g r e e ;  and 7, 
c o m p l e t e l y  d i s a g r e e .  The r ema i nde r  o f  t h e  q u e s t i o n n a i r e  was t o  be 
r esponded  t o  by check ing  o r  c i r c l i n g  t h e  c o r r e c t  r e s p o n s e ,  o r  f i l l i n g  
in  b l a n k s .  T h i r t e e n  s t a t e m e n t s  r e q u i r e d  a s i n g l e  r e s p o n s e  on a 
s e v e n - p o i n t  L i k e r t - t y p e  s c a l e  d e a l i n g  wi t h  t h e  a g e n t ' s  p e r c e p t i o n s .  
F i f t y - s i x  o f  t h e  s t a t e m e n t s  r e q u i r e d  a dual  r e s p o n s e ,  each r e s p o n s e  
be i ng  measured on a s e v e n - p o i n t  L i k e r t - t y p e  s c a l e .  The f i r s t  
r e s p o n s e  was t h e  a g e n t ' s  p e r c e p t i o n  o f  t h e  p r e s e n t  pe r f o r ma nce  
a p p r a i s a l  p r o c e s s ,  t h e  second r e s p o n s e  was t h e  a g e n t ' s  p e r c e p t i o n  o f
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t h e  i d e a l  p r o c e s s .  The r ema in ing  25 q u e s t i o n s  were f i l l - i n  o r  f i x e d -  
r e s p o n s e  t ype  q u e s t i o n s .  Agents  were a l s o  asked t o  g i v e  open-end  
r e s p o n s e s  t o  t o p i c s  d e a l i n g  wi th  t h e  pe r formance  a p p r a i s a l  p r o c e s s .  
Data C o l l e c t i o n
The d a t a  were c o l l e c t e d  by mail  q u e s t i o n n a i r e  as shown in 
Appendix C. The q u e s t i o n n a i r e  was s e n t  wi th  an e x p l a n a t o r y  c ove r  
l e t t e r  (Appendix D) t o  randomly s e l e c t e d  count y  a g en t s  w i t h i n  each o f  
t h e  s i x  s t a t e s .  A l e t t e r  from t h e  a p p r o p r i a t e  S t a t e  C o o p e r a t i ve  
E x t en s i o n  S e r v i c e  D i r e c t o r  was a l s o  i nc l ude d  wi th  t h e  q u e s t i o n n a i r e .  
The d i r e c t o r ' s  l e t t e r  s t a t e d  t h a t  t h e  s t udy  had been approved  and 
encouraged  t h e  agen t  t o  comple t e  t h e  q u e s t i o n n a i r e .  A p o s t a g e - p a i d ,  
s e l f -  a d d r e s s e d  enve l ope  was a l s o  i nc l ude d  f o r  r e t u r n i n g  t h e  
q u e s t i o n n a i r e .  The r e t u r n  enve l opes  were numbered t o  i d e n t i f y  
r e s p o n d e n t s  and n o n - r e s po n de n t s  f o r  f o l l ow- up  purpos es  o n l y .  I f  t h e  
q u e s t i o n n a i r e  was no t  r e t u r n e d  w i t h i n  two weeks a r e mi nde r  p o s t c a r d  
was s e n t .  At t h e  end o f  t h e  nex t  two-week p e r i o d ,  a second
q u e s t i o n n a i r e  was s e n t  t o  n o n - r e s p o n d e n t s .  Two weeks l a t e r  an
a d d i t i o n a l  r emi nder  p o s t c a r d  was s en t  t o  t h e  r ema in ing  non­
r e s p o n d e n t s .  Agents  r e t u r n i n g  t h e  q u e s t i o n n a i r e  and i n d i c a t i n g  t h a t  
t h e y  had no t  been e v a l u a t e d  and t h o s e  r e f u s i n g  t o  p a r t i c i p a t e  in t h e  
s t u d y  were r e p l a c e d  u n t i l  t h e  second q u e s t i o n n a i r e  m a i l i n g .  A 
r e s p o n s e  r a t e  o f  93.8% was o b t a i n e d  as shown in Table  3.  A phone 
c a l l  t o  a random sample o f  20 n on - r e s po n d e n t s  was conduc t ed  a t  t h i s  
t i me .  A random sample o f  20 q u e s t i o n s  was s e l e c t e d  and r e s p o n s e s
o b t a i n e d .  I t  was de c i de d  a p r i o r i  t h a t  i f  t h e  phone sample d i f f e r e d
93
from t h e  mai l  r e s p o n s e s  on more t h a t  2 o f  t h e  20 q u e s t i o n s  t h e  sample 
would be c o n s i d e r e d  d i f f e r e n t .  The phone p o p u l a t i o n  d i f f e r e d  on s i x  
o f  t h e  q u e s t i o n s .  The phone r e s po n s es  were no t  i n c l u d ed  in  t h e  
s t u d y .
A n a l y s i s  o f  Data
The d a t a  were ana l yzed  a c c o r d i ng  t o  t h e  o b j e c t i v e s  o f  t h e  
s t u d y .  L i k e r t - t y p e  s c a l e  i n t e r p r e t a t i o n  o f  means were as f o l l o w s :  
c o m p l e t e l y  a g r e e ,  1 - 1 . 5 ;  a g r ee ,  1.51 - 2 . 5 ;  somewhat a g r e e ,  2 . 5 1 -  
3 . 5 ;  n e i t h e r  a g r e e  nor  d i s a g r e e ,  3.51 - 4 . 5 ;  somewhat d i s a g r e e ,
4 .51  - 5 . 5 ;  d i s a g r e e ,  5.51 - 6 . 5 ;  c o m p l e t e l y  d i s a g r e e  6.51 - 7.  The 
i t ems  in  S e c t i o n  2 o f  t h e  q u e s t i o n n a i r e  were grouped i n t o  15
Tab l e  3
Response Rate  by S t a t e
S t a t e
Sample
s i z e
Number
s e n t
Usable
r esponse
Non-
resDondent
Un- ,  
u s a b l e
P e r c e n t
u s a b l e
r e s p o n s e
A1abama 82 86 76 5 4 92.7%
Arkansas 71 73 71 0 2 100 %
F I o r i d a 98 98 84 11 3 88.4%
Loui s i a n a 91 95 90 1 4 98.9%
Oklahoma 64 65 60 3 2 95.2%
Texas 196 208 177 15 15 91.7%
Tot a l 602 625 558 35 30 93.8%
Un- usa b l e  r e s p o n s e s  i n c l u d e :  N o t - e v a l u a t e d ,  r e t i r e d ,  r e s i g n e d ,  
d e c e a s e d ,  and r e f u s a l s .
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c a t e g o r i e s  (Tab l e  4) and means f o r  each c a t e g o r y  computed.  Agent  
pe r f o r ma nce  a p p r a i s a l  s c o r e  ( S e c t i on  4,  q u e s t i o n  6) was c o n v e r t e d  t o  
a p e r c e n t a g e  by d i v i d i n g  t o t a l  p o s s i b l e  p o i n t s  i n t o  l a s t  pe r formance  
a p p r a i s a l  s c o r e .  One o f  t h e  s t a t e s  in  t h e  s t u d y  used a r e v e r s e  o r d e r  
s c o r i n g  sys t em,  a lower  s c o r e  be i ng  a b e t t e r  s c o r e .  The s c o r e s  f o r  
t h i s  s t a t e  were i n v e r t e d  b e f o r e  be ing c o n v e r t e d  t o  a p e r c e n t a g e .  The 
i n d i v i d u a l  a n a l y s i s  o f  each o b j e c t i v e  was as f o l l o w s :
O b j e c t i v e  1 - A s t a t e m e n t  mean was computed f o r  t h e  a g e n t ' s  
r e s p o n s e  t o  S e c t i o n  1, t h e  p r e s e n t  r e s po n s e  t o  s e c t i o n  2 and 
p r e s e n t  s i t u a t i o n s  in  S e c t i on  3 o f  t h e  q u e s t i o n n a i r e .
O b j e c t i v e  2 - A s t a t e m e n t  mean was computed f o r  t h e  a g e n t ' s  
p e r c e p t i o n  t o  t h e  i d e a l  p a r t  o f  S e c t i o n  2, and t h e  i d e a l  
s i t u a t i o n s  in s e c t i o n  3.
O b j e c t i v e  3 - A n a l y s i s  o f  v a r i a n c e  was used t o  d e t e r m i n e  
d i f f e r e n c e s  in a g e n t s '  p e r c e p t i o n s  o f  t h e  p r e s e n t  
pe r f o r ma nce  a p p r a i s a l  p r oc e s s  and an i d e a l  p r o c e s s  by j o b  
c l a s s i f i c a t i o n ,  s a l a r y ,  management c o u r s e s  t a k e n ,  h i g h e s t  
d eg r e e  h e l d ,  r a c e ,  age ,  and pe r formance  a p p r a i s a l  i n t e r v i e w  
l o c a t i o n .  The t - t e s t  was used t o  d e t e r mi n e  d i f f e r e n c e s  by 
g e n de r ,  and s u p e r v i s o r y  p o s i t i o n  o f  count y  a g e n t s '  
p e r c e p t i o n s  o f  t h e  p r e s e n t  and i d e a l  pe r fo rmance  a p p r a i s a l  
p r o c e s s .
O b j e c t i v e  4:  Simple l i n e a r  c o r r e l a t i o n  c o e f f i c i e n t  was
used t o  d e t e r mi n e  t h e  r e l a t i o n s h i p  between s c o r e  on l a s t  
pe r fo rmance  a p p r a i s a l ,  y e a r s  in t h e  e x t e n s i o n  s e r v i c e ,
95
Table 4
Number o f  S t a t e m e n t s  in  Each o f  t h e  F i f t e e n  C a t e g o r i e s  o f  S e c t i o n  2
ADDraisal C a teqorv Number o f  I tems
1. S u p e r v i s o r y  O b s e r v a t io n 1
2.  What E v a l u a t i o n  Form 
I n c o r p o r a t e s 6
3 .  E v a l u a t i o n  Form 
E x p l a n a t i o n 4
4 .  E v a l u a t i o n  Form 
S a t i s f a c t i o n 1
5.  E v a l u a t i o n  Form 
Outcome 2
6.  P er form ance  A p p ra i s a l  
I n t e r v i e w  Goals 2
7.  Use o f  Performance  
A p p r a i s a l  Scores 4
8 .  Who E v a l u a t e s 8
9.  R e l a t i o n s h i p  o f  A p p ra i s a l  
P ro c e s s  and Plan o f  Work 3
10. T r a i n i n g  o f  t h e  I n t e r v i e w e r 1
11. Knowledge o f  Per formance  
A p p r a i s a l  S cores 6
12. Knowledge o f  Agent  Rank 3
13. Purpose  o f  Per formance  
A p p r a i s a l  P roces s 9
14. What Agen ts  a r e  E v a lu a te d  on 4
15. Per fo rm ance  A p p ra i s a l  
S co re  Recourse 2
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y e a r s  in  p r e s e n t  p o s i t i o n ,  i n t e r v i e w  l e n g t h ,  number o f  
o b s e r v a t i o n s ,  and o b s e r v a t i o n  l e n g t h  and coun ty  a g e n t s '  
p e r c e p t i o n s  o f  t h e  p r e s e n t  and id e a l  per fo rm ance  a p p r a i s a l  
p r o c e s s .
O b j e c t i v e  5: The t - t e s t  was used to  d e t e rm in e  d i f f e r e n c e s  in
a g e n t s '  p e r c e p t i o n s  o f  t h e  p r e s e n t  and id e a l  pe r fo rm ance  
a p p r a i s a l  system by per formance  a p p r a i s a l  system c r i t e r i a  shown 
in  T ab le  1.
O b j e c t i v e  6: The t - t e s t  was used t o  d e t e rm in e  d i f f e r e n c e s
between a g e n t s '  p e r c e p t i o n s  o f  t h e  p r e s e n t  and id e a l  
pe r fo rm a nce  a p p r a i s a l  system.
CHAPTER 4 
RESULTS
I n t r o d u c t i o n
The p r im ary  focus  o f  t h e  s tudy  was t o  d e t e rm in e  t h e  p e r c e p t i o n s  
o f  co u n ty  a g e n t s  co n c e rn in g  t h e  p r e s e n t  and id e a l  pe r fo rm a nce  a p p r a i s a l  
sy s tem .  The sample f o r  t h e  s tudy  w i l l  be d e s c r i b e d  and t h e  f i n d i n g s  
w i l l  be r e p o r t e d  by each o b j e c t i v e .
S tudy  Sample
The s tu d y  sample was drawn a t  random from t h e  p o p u l a t i o n  o f  coun ty  
a g e n t s  in  s i x  s o u th e rn  s t a t e s .  County a g e n t s  had worked an a v e ra g e  o f  
13 y e a r s  f o r  t h e  C o o p e ra t i v e  Extens ion  S e r v i c e .  Time worked ranged  from 
1 y e a r  t o  36 y e a r s .  Agents  had been in t h e i r  p r e s e n t  p o s i t i o n  f o r  an 
a v e ra g e  o f  8 y e a r s ,  w i th  a range  o f  1 y e a r  t o  27 y e a r s .  Three  hundred  
s e v e n ty  seven  a g e n t s  o r  68% had no s u p e r v i s o r y  r e s p o n s i b i l i t y  w h i l e  170 
o r  30% d id  (Tab le  5 ) .
A g r i c u l t u r a l  a g e n t s  comprised 33% o f  t h e  sample ;  home e c o n o m is t s ,  
19%; 4-H and you th  a g e n t s ,  12%; a g r i c u l t u r e  and 4-H a g e n t s ,  15%; home 
economics  and 4-H a g e n t s ,  13%; and o t h e r  a g e n t s ,  6% as shown in  Tab le  
5.  A m a j o r i t y  o f  t h e  l a t t e r  were p e r fo rm ing  Community Resource  
Development work.  One hundred twenty  one a g e n t s  o r  22% re sponded  t o  t h e  
$25,001 t o  $30-000 s a l a r y  range  and a s i m i l a r  p e r c e n t a g e  t o  t h e  $30,001 
t o  $35 ,000  r a n g e .
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Table 5
Demographic C h a r a c t e r i s t i c s  o f  Respondents
C h a r a c t e r i s t i c  n P e rc e n t
Years in  t h e  E x tens ion  S e r v i c e
1 - 5  y e a r s  107 19%
6 - 10 137 25%
11 - 15 100 18%
16 - 20 107 19%
21 - 25 56 10%
26 - 30 37 7%
31 and o ver  6 1%
No r e s p o n s e  ___8  1%
T ota l  558 100%
Years in  p r e s e n t  p o s i t i o n
1 - 5  y e a r s 243 43%
6 - 10 138 25%
11 - 15 91 16%
16 - 20 54 10%
21 and o ver 22 4%
No r e s p o n s e 10 2%
T ota l 558 100%
S u p e r v i s o r y  r e s p o n s i b i l i t y
No 378 68%
Yes 170 30%
No r e s p o n s e 10 2%
T ota l 558 100%
Job  C l a s s i f i c a t i o n
A g r i c u l t u r a l 186 33%
Home econom is ts 112 19%
4-H and you th 67 12%
A g r ic .  and 4-H 90 15%
Home e c .  and 4-H 73 13%
O ther 20 6%
No r e s p o n s e 10 2%
T ota l 558 100%
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Table 5 Continued
Demographic C h a r a c t e r i s t i c s  o f  Respondents
C h a r a c t e r i s t i c 11 P e rc e n t
S a l a r y
$20,000  o r  l e s s 16 3%
$20,001 - 25,000 72 13%
$25,001 - 30 ,000 121 22%
$30,001 - 35 ,000 121 22%
$35,001 - 40 ,000 86 15%
$40,001 - 45 ,000 67 12%
$45,001 - 50 ,000 36 6%
$50,001 and above 20 4%
No r e s p o n s e 19 3%
T ota l 558 100%
Gender
Male 298 53%
Female 239 43%
No r e s p o n s e 21 4%
T ota l 558 100%
R ac ia l  makeup
White 491 88%
Black 38 7%
H is p a n ic 11 2%
American Ind ian 5 1%
No r e s p o n s e 13 2%
T ota l 558 100%
Age
Under 25 12 2%
25 - 34 151 27%
35 - 44 225 40%
45 - 54 129 23%
55 - 64 30 6%
No r e s p o n s e 11 2%
T ota l 558 100%
100
T ab le  5 Cont inued
Demographic C h a r a c t e r i s t i c s  o f  Respondents
C h a r a c t e r i s t i c  n P e rc e n t
H ig h e s t  d e g r e e  h e ld
B. S. o r  B. A. 154 28%
M a s te r s  310 55%
M a s te r s  + 15 hour  50 9%
M a s te r s  + 30 25 4%
Ph. D. o r  Ed. D. 10 2%
No r e s p o n s e __________ 9 __ 2%
T o t a l  558 100%
Hours o f  c o u r s e  work in Personne l  Management o r  r e l a t e d  c o u r s e s
None 233 42%
1 - 3 hours  104 19%
4 - 6 hours  104 19%
7 - 1 2  hours  48 8%
13 o r  more 51 9%
No r e s p o n s e  _18 __3%
T o ta l  558 100%
T here  were 298 (53%) males  and 239 (43%) fe m a le s  in  t h e  s tu d y  
(T ab le  5 ) .  The r a c i a l  makeup o f  t h e  sample was: White,  88%; B lack ,  7%; 
H i s p a n i c ,  2% and American I n d ia n ,  1%. The m a j o r i t y  o f  t h e  a g e n t s ,  40%, 
ranged  in  age from 35 t o  44 y e a r s ,  t h e r e  were 27% from 25 t o  34 y e a r s  
and 23% in  t h e  45 t o  55 age g roup .  A B.S.  o r  B.A. was t h e  h i g h e s t  
d e g r e e  h e l d  by 28% o f  t h e  a g e n t s ,  55% had a m a s t e r s  d e g r e e ,  13% had 
c o u r s e  work beyond a m a s t e r s  and 2% had a Ph.D. o r  Ed.D. Two hundred 
t h i r t y  t h r e e  (42%) had t a k e n  no c o u r s e  work in  p e r s o n n e l  management o r  
r e l a t e d  a r e a s ,  w h i l e  38% had from 1 t o  6 hours  in  t h i s  f i e l d ,  8% o f  t h e  
a g e n t s  had from 7 t o  12 h o u rs ,  and 9% had more th a n  13 h o u r s .
S c o re s  on t h e  l a s t  pe r fo rmance  a p p r a i s a l  ranged  from 40% t o  100%. 
F ive  p e r c e n t  o f  t h e  a g e n t s  r e p o r t e d  a s c o re  o f  60% o r  l e s s ,  10% w i th  a
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s c o r e  o f  61% t o  70%, 26% o f  t h e  a g e n t s  r e c o rd e d  a s c o r e  
between 71% and 80%, 19% had a s c o re  r a n g in g  between 81% and 90% and 16% 
o f  t h e  a g e n t s  had a s c o r e  between 91% and 100%. T h i r t y  s i x  a g e n t s  had 
a pe r fo rm a nce  a p p r a i s a l  s c o r e  o f  100%.
O b j e c t i v e  one
Dete rm ine  coun ty  a g e n t s '  p e r c e p t i o n s  o f  t h e  p r e s e n t  p e r fo rm ance  
a p p r a i s a l  p r o c e s s .
O b j e c t i v e  two
Determ ine  coun ty  a g e n t s '  p e r c e p t i o n s  o f  t h e  i d e a l  pe r fo rm a nce  
a p p r a i s a l  p r o c e s s .
County a g e n t s '  p e r c e p t i o n s  o f  t h e  per fo rm ance  a p p r a i s a l  p r o c e s s  
now in  use were measured  by r e s p o n s e s  t o  a s e t  o f  13 s t a t e m e n t s ,  S e c t i o n  
1,  and a s e t  o f  56 s t a t e m e n t s ,  S e c t io n  2, u s in g  a seven p o i n t  L i k e r t -  
t y p e  s c a l e  o f  ag reem en t .  The s t a t e m e n t s ,  means and s t a n d a r d  d e v i a t i o n s  
o f  t h e  f i r s t  s e c t i o n  o f  t h e  q u e s t i o n n a i r e  (13 s t a t e m e n t s )  a r e  g iv e n  in 
T a b le  6.  As i n d i c a t e d  by s t a t e m e n t  10, county  a g e n t s  a g re e d  t h a t  a r e a s  
o f  e x c e l l e n t  pe r fo rm ance  were p o in t e d  o u t  d u r in g  t h e  i n t e r v i e w .  They 
a g re e d  somewhat w i th  s t a t e m e n t s  7 and 13 d e a l i n g  w i th  a r e a s  f o r  
improvement and s u f f i c i e n t  p r a i s e .  A n e i t h e r  a g re e  no r  d i s a g r e e  
r e s p o n s e  was r e c o r d e d  f o r :  s t a t e m e n t  1, d e a l i n g  w i th  n e rvous  b e f o r e  t h e  
i n t e r v i e w ;  s t a t e m e n t  8 ,  p e r t a i n i n g  t o  vague s u g g e s t i o n s  b e ing  made t o  
improve a r e a s  o f  weakness ;  s t a t e m e n t  9,  t h a t  s t e p  by s t e p  s u g g e s t i o n s  
were made t o  improve a r e a s  o f  weakness ;  s t a t e m e n t  11, g iv e n  a s s i s t a n c e  
in  development o f  e x t e n s i o n  programs;  and s t a t e m e n t  12, t h a t  a d d i t i o n a l  
t r a i n i n g  f o r  t h e  person  c o n d u c t in g  th e  i n t e r v i e w  would improve t h e
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Table 6
County A g e n t s '  P e r c e p t i o n s  o f  t h e  P r e s e n t  Per formance  A p p r a i s a l  System
Perception Statement Mean SD
10. During the performance appraisal interview , areas of my performance that 
were exce llen t were pointed out.
2.00 1.60
7. During the performance appraisal interview , areas of my performance that 
needed improvement were pointed out.
2.65 1.63
13. During the performance appraisal interview , I was given s u ff ic ie n t praise  
fo r areas of excellence.
3.08 1.77
12. Additional tra in in g  fo r the ind iv idu al/s  responsible fo r the performance 
appraisal interview  and score would improve the o verall performance appraisal 
process.
4.00 1.79
11. During the performance appraisal interview , I was given assistance in  the 
development of my extension programs to improve my performance.
4.01 1.79
8. During the performance appraisal interview , vague suggestions were made to 
assist me in improving areas of weakness.
4.24 1.82
5. The ind iv idual or ind ividuals conducting the performance appraisal 
interview  and scoring me was biased by preconceived ideas about my 
performance.
4.28 1.97
9. During the performance appraisal interview , step by step suggestions were 
made to assist me in improving areas of weakness.
4.32 1.92
1. I f e l t  very nervous about the performance appraisat interview  before i t  
began.
4.34 1.95
2. I f e l t  very nervous during the performance appraisal interview . 4.68 1.79
3 . When the interview  was completed I f e l t  that the anxiety I experienced was 
ju s t if ie d .
4.87 1.79
4 . The supervisor conducting the performance appraisal interview  exhib ited  
anxie ty.
5.52 1.51
6 . My performance appraisal scores were increased to keep the scores 
comparable with other agents in another county/parish with the same job 
respons i b i I i  t  i es .
5.56 1.51
SCALE: 1 = Completely Agree, 2 = Agree, 3 = Somewhat Agree,
4 = Neither Agree nor Disagree 5 = Some what Disagree,
6 = Disagree, 7 = Completely Disagree
p r o c e s s .  Agents  d i s a g r e e d  somewhat w i th :  s t a t e m e n t s  2 , p e r t a i n i n g  t o  
n e rv o u s n e s s  f e l t  d u r in g  t h e  i n t e r v i e w ;  s t a t e m e n t  3,  t h a t  f e l t  a n x i e t y  
was j u s t i f i e d ;  s t a t e m e n t  4 ,  i n d i c a t i n g  t h a t  t h e  s u p e r v i s o r  was a n x i o u s ;  
and s t a t e m e n t  6,  d e a l i n g  w i th  t h e  i n c r e a s e  o f  s c o r e s  t o  keep them in 
l i n e  w i th  o t h e r  a g e n t s .
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As d i s c u s s e d  in  C hap te r  3,  s t a t e m e n t s  in  s e c t i o n  two o f  t h e
q u e s t i o n n a i r e  were grouped under  15 c a t e g o r i e s .  S t a t e m e n t s ,  means and 
s t a n d a r d  d e v i a t i o n s  in t h e s e  c a t e g o r i e s  a r e  p r e s e n t e d  in  T ab le  7.
O b j e c t i v e s  one and two w i l l  be d i s c u s s e d  t o g e t h e r  f o r  each  c a t e g o r y .  
Only s t a t e m e n t s  in  t h e  ag re e  o r  c o m p le te ly  a g r e e  and d i s a g r e e  o r
c o m p le t e ly  d i s a g r e e  r an g es  w i l l  be d i s c u s s e d .
C a tego ry  1, S u p e r v i s o r y  O b s e r v a t i o n : Agents  a g re e d  w i th  t h e
s t a t e m e n t  c o n c e rn in g  id e a l  s u p e r v i s o r y  o b s e r v a t i o n  as shown in  T ab le  7. 
Agen ts  want  t o  be s u f f i c i e n t l y  observed  by t h e i r  s u p e r v i s o r s  in  o r d e r  
t o  be a d e q u a t e l y  e v a l u a t e d .
C a tego ry  2.  What t h e  E v a lu a t io n  Form I n c o r p o r a t e s : Agents
i n d i c a t e d  t h a t  t h e y  wanted a l l  o f  t h e  s t a t e m e n t s ,  l i s t e d  in  c a t e g o r y  2 
as  g iv e n  in  Tab le  7, i n c lu d e d  in  t h e  id e a l  pe r fo rm a nce  a p p r a i s a l  
p r o c e s s .  They f e l t  t h a t :  t h e  many and v a r i e d  t h i n g s  i n v o l v e d  in t h e  
j o b ;  program p la n n i n g ;  program e x e c u t i o n ;  e v a l u a t i o n  and r e p o r t i n g ;  
p r o f e s s i o n a l  improvement needed t o  be in c lu d e d  in  t h e  form.  Agen ts  a l s o  
l i s t e d  o t h e r  t a s k s  t h a t  shou ld  be i n c lu d e d .  The f o l l o w i n g  r e s p o n s e s  and 
number o f  ment ions  were o b t a i n e d :  p u b l i c  r e l a t i o n s  work,  19; community 
in v o lv e m e n t ,  17; a d m i n i s t r a t i v e  d u t i e s ,  15; unplanned  a c t i v i t i e s ,  9;  new 
i d e a s ,  7; long  h o u rs ,  weekend and n i g h t  work,  7; p r o f e s s i o n a l  
in v o lv e m e n t ,  7; more r o u t i n e  a n d / o r  r e a c t i v e  d u t i e s ,  7; f a c u l t y / s t a f f  
r e l a t i o n s ,  6;  work load  (one agen t  in a two a g e n t  j o b ) ,  5; l e a d e r s h i p  
and p e o p le  s k i l l s ,  5; one on one and farm v i s i t s ,  4 ;  s u b j e c t  m a t t e r  
competency ,  4; i n t e r - c o u n t y  p r o j e c t s ,  3;  pape r  work,  3;  and t r a i n i n g  
p e r s o n n e l ,  3.  Numerous o t h e r  d u t i e s  were l i s t e d  o n ly  one o r  two t i m e s .
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Table 7
County Agents P e r c e p t i o n s  o f  t h e  P r e s e n t  and Idea l  Perform ance  A p p ra i s a l  
P ro c e s s
Perceptions of supervisory observation Present Ideal
Perception statement mean stand.
dev.
mean stand.
dev.
1. I believe that I was/should be s u ff ic ie n t ly  observed 
to  be adequately evaluated.
3.73 1.93 1.99 1.19
Perceptions of what the evaluation form incorporates Present Ideal
perception statement mean stand.
dev.
mean stand.
dev.
2. The performance appraisal form used by my sta te  
Extension Service incorporates/should incorporate:
a. the many and varied  things I do in my job. 3.54 1.87 1.66 0.87
b. the program planning phase of my duties. 2.73 1.47 1.92 0.98
c. the program execution phase of my duties. 2.78 1.50 1.76 0.85
d. the evaluation and reporting phase of my duties . 2.62 1.36 2.03 1.07
e. the professional improvement phase of my duties. 2.78 1.54 1.99 1.07
f .  Other tasks re la ted  to my duties . 3.53 1.79 1.96 1.01
Perceptions of evaluation form explanation present i dea I
perception statement mean stand.
dev.
mean stand.
dev.
3 . The performance appraisal document uas/should be 
adequately explained to  me at the time of my evaluation  
in terv iew .
2.81 1.65 1.89 1.26
4 . The performance appraisal document was/should be 
adequately explained to me by my supervisor at a time 
other that the performance appraisal interview .
3 .37 1.94 2.01 1.35
5. The performance appraisal document uas/should be 
completely discussed and explained to me when I was 
employed, or when the document was implemented.
3.48 2.05 1.76 1.03
6 . During the performance appraisal interview  I 
uas/should be allowed to ask questions about the 
document.
2.12 1.24 1.55 0.72
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Table 7 Continued
County Agents P erceptions o f the Present and Idea l Performance A pp ra isa l Process
Perceptions of evaluation form s a tis fac tio n Present Ideal
Perception statement mean stand.
dev.
mean stand.
dev.
7. I am/should be personally s a tis f ie d  with the 
performance appraisal instrument as a measure of my 
performance.
4.04 1.89 1.96 1.25
Perceptions of evaluation form outcome Present Ideal
Perception statement mean stand.
dev.
mean stand.
dev.
8 . The performance appraisal system does/should promote 
personal growth and competence.
3.92 1.87 1.71 1.06
9. The performance appraisal document does/should 
f a c i l i t a t e  cooperation and communication between the 
extension agent and the supervisor.
3.49 1.83 1.69 0.97
Perceptions of performance appraisal interview  goals Present Ideal
Perception statement mean stand.
dev.
mean stand.
dev.
17. My career goals are/should be discussed during the 
performance appraisal in terview .
3.38 1.87 2.12 1.25
18. During the performance appraisal interview  I 
am/should be encouraged to seek higher levels w ith in  the 
cooperative extension service.
4.05 1.82 2.73 1.48
Perceptions of use of performance appraisal scores Present Ideal
Perception statement mean stand.
dev.
mean stand.
dev.
19. A c o rre c tly  administered and scored performance 
appraisal process is/should be used as the basis for 
m erit sa lary  adjustments.
3.58 1.92 2.30 1.47
20. A c o rre c tly  administered performance appraisal 
process and score is/should be used in refusing, denying 
and/or deterring  promotions.
3.55 1.67 2.43 1.46
21. A c o rre c tly  administered performance appraisal 
process is/should  be used in determining who should f i l l  
job vacancies.
3.91 1.65 2.64 1.54
22. A c o rre c tly  administered performance appraisal 
process is/should  be used in determining in -serv ice  
tra in in g  topics.
4.21 1.71 2.76 1.56
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Table 7 Continued
County Agents P ercep tions o f the  Present and Ide a l Performance ftp p ra isa t Process
Perceptions concerning who evaluates Present Ideal
Perception statement mean stand.
dev.
mean stand.
dev.
25. The d is t r ic t  supervisor has/should have the sole 
re s p o n s ib ility  fo r my performance appraisal interview  and 
score.
3 .87 2.11 4.71 2.07
26. The d is t r ic t  supervisor and the county supervisor 
both p artic ip a te /s h o u ld  p a rtic ip a te  in the performance 
appraisal scoring with the d is t r ic t  supervisor having the 
f in a l  say on scores.
3.36 2.05 3 .57 2.10
27. The d is t r ic t  supervisor and the county supervisor 
both p artic ip a te /s h o u ld  p a rtic ip a te  in the performance 
appraisal scoring with the county supervisor having the 
f in a l  say on scoring.
5.12 1.80 4.40 2.04
28. The county supervisor has/should have the sole 
re s p o n s ib ility  fo r my performance appraisal scoring.
5.94 1.41 5.52 1.69
29. A member of my c lie n te le  is/should be a part of and 
have an input in my performance appraisal interview  and 
scoring.
5 .97 1.42 4.78 1.97
30. A member of the s ta te  o ff ic e  s ta f f  is/should  be a 
part of each performance appraisal interview  conducted 
w ith in  my s ta te .
5.75 1.63 5.31 1.83
31. I am/should be allowed to ra te  myself during the 
performance appraisal interview  i f  I desire to do so.
3 .67 2.18 2.54 1.49
32. I am/should be required to ra te  myself during the 
performance appraisal interview .
4.43 2.21 3.35 1.90
Perceptions of re la tio n sh ip  of performance appraisal and 
plan of work
Present Ideal
Perception statement mean stand.
dev.
mean stand.
dev.
48. The performance appraisal system does/should re la te  
to my annual plan of work.
2.68 1.44 2.03 1.05
49. One of the objectives of the plan of work is/should  
be to improve my performance as an extension agent.
2.83 1.51 2.14 1.25
50. One of the objectives of the performance appraisal 
system is/should  be to  improve my plan of work.
3 .39 1.67 2.59 1.47
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Table 7 Continued
County Agents P erceptions o f the  Present and Idea l Performance A pp ra isa l Process
Perceptions of tra in in g  of the interviewer Present Ideal
Perception statement mean stand.
dev.
mean stand.
dev.
33. The ind iv iduals  presently conducting the performance 
appraisal interview  and scoring in my sta te  are/should be 
properly tra in ed  in performance appraisal evaluation.
3.30 1.76 1.63 0.83
Perceptions of knowledge of performance appraisal scores Present Ideal
Perception statement mean stand.
dev.
mean stand.
dev.
15. I was/should have been discouraged from discussing 
my performance appraisal interview  and score with other 
agents.
3.61 1.91 3.96 1.96
34. At the conclusion of the performance appraisal 
in terv iew  I am/should be to ld  my to ta l evaluation score.
2.51 2.11 1.52 0.93
35. The score uas/should have been to ld  to  be 
v o lu n ta r ily .
2.28 1.90 1.67 1.25
36. I had/should have to ask fo r my performance 
appraisal score.
6.21 1.39 6 .47 1.12
37. I was to ld  that I cannot/should not know my 
performance appraisal score.
6.57 1.00 6.68 0.76
51. I want to  know/should want to  know my performance 
appraisal score a t the conclusion of my performance 
appraisal in terv iew .
1.65 1.34 1.55 1.06
Perceptions of knowledge of agent rank Present Ideal
Perception statement mean stand.
dev.
mean stand.
dev.
38. During the year, I uas/should have been to ld  how I 
ranked with other agents in my county/parish.
5.81 1.70 3 .77 2.22
39. During the year, I was/should be to ld  how I ranked 
w ith other agents in my a re a /d is tr ic t .
5.71 1.75 3.52 2.18
40. During the year, I was/should have been to ld  how I 
ranked with other agents in the s ta te .
5.86 1.65 3.46 2.17
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Table 7 Continued
County Agents P erceptions o f the  Present and Ideal Performance A pp ra isa l Process
Perceptions of the purpose of the performance appraisal 
process
Present Ideal
Perception statement mean stand.
dev.
mean stand.
dev.
14. The performance appraisal system has/should have 
helped me to become a more e ffe c tiv e  extension service  
worker.
3.68 1.77 1.96 1.13
16. I take/should take the performance appraisal process 
and the score I receive seriously .
2.36 1.47 1.76 0.93
41. The purpose of the performance appraisal process 
is /should  be to make me a b e tte r agent.
2.88 1.80 1.58 0.88
42. The purpose of the performance appraisal process 
is /should  be to rank me against other agents.
4.55 1.99 5.24 1.90
43. The purpose of the performance appraisal process 
is /should  be to c r i t ic iz e  my performance as an agent.
5.34 1.68 6.13 1.30
44. The purpose of the performance appraisal process 
is /should  be to evaluate the q u a lity  of my work.
2.52 1.30 1.64 0.83
45. The purpose of the performance appraisal process 
is /should  be to evaluate my a b i l i t y  to  perform my job
2.72 1.39 1.92 1.16
46. The purpose of the performance appraisal process 
is /should  be to evaluate my a b i l i t y  to perform and the 
q u a lity  of my work.
2.56 1.37 1.65 0.84
47. I do/should receive performance appraisal feedback 
form my supervisor/s throughout the year.
3.95 1.92 1.92 1.11
Perceptions of what agents are evaluated on Present Ideal
Perception statement mean stand.
dev.
mean stand.
dev.
10. W ritten  m ateria ls such as reports, newsletters, 
c irc u la r  le tte rs  and mass media productions are/should be 
used as part of the performance appraisal system.
2.88 1.60 1.98 1.15
11. I provide/should provide my supervisor with a copy 
of a l l  or most of my w ritten  m ateria ls (new sletters, 
c irc u la r  le tte rs  and mass media productions.
2.58 1.57 2.23 1.40
12. My teaching a b i l i t y  and teaching performance 
are/should be included in my annual performance 
ap p ra is a l.
3.05 1.66 1.83 0.98
13. My effectiveness with advisory committees is/should  
be included in  my annual performance appraisal.
2 .67 1.39 1.98 1.03
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Table 7 Continued
County Agents P erceptions o f the  Present and Idea l Performance A pp ra isa l Process
Perceptions of performance appraisal score recourse Present Ideal
Perception statement mean stand.
dev.
mean stand.
dev.
23. I have/should have no recourse i f  my supervisor and 
I d isagree on my performance appraisal score.
4.79 1.87 5.35 2.06
24. I have/should have some established method of 
recourse i f  my supervisor and I disagree on my 
performance appraisal score.
2.96 1.69 1.87 1.20
C ategory  3 ,  E v a l u a t i o n  Form E x p l a n a t i o n : As g iv e n  in  T ab le  7,
a g e n t s  ag ree d  w i th  t h e  p r e s e n t  and id e a l  per fo rmance  a p p r a i s a l  p r o c e s s  
s t a t e m e n t  t h a t  th e y  w e re / s h o u ld  be a l lowed t o  ask  q u e s t i o n s  ab o u t  t h e  
document .  They somewhat ag reed  w i th  each o f  t h e  o t h e r  i d e a l  pe r fo rm ance  
a p p r a i s a l  p r o c e s s  s t a t e m e n t s .  This  i n d i c a t e d  t h a t  a g e n t s  d e s i r e  t o  have 
t h e  pe r fo rm a nce  a p p r a i s a l  form e x p l a in e d  t o  them, and be a l low ed  t o  ask  
q u e s t i o n s  abou t  t h e  form d u r in g  th e  i n t e r v i e w .
C a tegory  4,  E v a l u a t i o n  Form S a t i s f a c t i o n : Agents  i n d i c a t e d  t h a t ,
i d e a l l y ,  t h e y  shou ld  be p e r s o n a l l y  s a t i s f i e d  w i th  t h e  pe r fo rm a nce  
a p p r a i s a l  i n s t r u m e n t .  This  i n fo rm a t io n  i s  p r e s e n t e d  in  T ab le  7.
C a tego ry  5,  E v a l u a t i o n  Form Outcome: The id e a l  pe r fo rm a nce
a p p r a i s a l  p r o c e s s  shou ld  promote pe r so n a l  growth and c o m p e te n c i e s ,  and 
f a c i l i t a t e  c o o p e r a t i o n  and communication between t h e  a g e n t  and t h e  
s u p e r v i s o r .  Th is  i s  i l l u s t r a t e d  by th e  a g e n t s '  r e s p o n s e s  t o  i t em s  in 
t h i s  c a t e g o r y  as g iven  in  Table  7.
C a tego ry  6,  Performance A ppra i sa l  I n t e r v i e w  G o a l s : As shown in
T ab le  7, a g e n t s  f e e l  t h a t  c a r e e r  g o a l s  shou ld  be d i s c u s s e d  d u r i n g  t h e  
i n t e r v i e w .
C a tego ry  7, Use o f  Performance A p p ra i s a l  S c o r e s : Agents i n d i c a t e
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t h a t  in  t h e  id e a l  pe r fo rm ance  a p p r a i s a l  p r o c e s s ,  a p p r a i s a l  s c o r e s  shou ld  
be used  f o r  m e r i t  s a l a r y  a d j u s t m e n t s  and in  r e f u s i n g ,  deny ing  a n d / o r  
d e t e r r i n g  p ro m o t io n s .  The r e s p o n s e  means a r e  p r e s e n t e d  in T ab le  7.
C a tego ry  8,  Who E v a l u a t e s : As shown in  T ab le  7,  a g e n t s  do n o t  f e e l  
t h a t  t h e  coun ty  s u p e r v i s o r  has o r  shou ld  have t h e  s o l e  r e s p o n s i b i l i t y  
f o r  per fo rm ance  a p p r a i s a l  s c o r i n g .  In t h e  p r e s e n t  pe r fo rm a nce  a p p r a i s a l  
p r o c e s s  a g e n t s  a g re e  t h a t  a member o f  t h e i r  c l i e n t e l e  and a member o f  
t h e  s t a t e  o f f i c e  s t a f f  i s  n o t  a p a r t  o f  t h e  pe r fo rm a nce  a p p r a i s a l  
i n t e r v i e w .
C a teg o ry  9.  R e l a t i o n s h i p  o f  Per formance A p p r a i s a l  P ro c e s s  and Plan  
o f  Work: Agents  a g ree  t h a t  t h e  id e a l  pe r fo rm ance  a p p r a i s a l  p r o c e s s  
s h o u ld  r e l a t e  t o  t h e  annual  p lan  o f  work and an o b j e c t i v e  o f  t h e  p la n  
o f  work s h ou ld  be t o  improve a g e n t s '  p e r fo rm a n ce .  These f i n d i n g s  a r e  
p r e s e n t e d  in  Tab le  7.
C a teg o ry  10, T r a i n i n g  o f  t h e  I n t e r v i e w e r : Agen ts  a g r e e ,  as  shown
in  T ab le  7,  t h a t  in t h e  id e a l  per fo rmance  a p p r a i s a l  p r o c e s s  t h e  
i n t e r v i e w e r  shou ld  be p r o p e r l y  t r a i n e d  in pe r fo rm a nce  a p p r a i s a l  
e v a l u a t i o n .
C a tego ry  11, Knowledge o f  Per formance A p p r a i s a l  S c o r e s : Agents
i n d i c a t e d  ag reement w i th  t h e  p r e s e n t  and id e a l  pe r fo rm ance  a p p r a i s a l  
p r o c e s s  s t a t e m e n t s  c o n c e rn in g  s c o r e s  be ing  t o l d  t o  them v o l u n t a r i l y  and 
w an t ing  t o  know t h e i r  s c o r e s  a t  t h e  c o n c l u s i o n  o f  t h e  i n t e r v i e w  (Tab le  
7 ) .  In t h e  p r e s e n t  and id e a l  s i t u a t i o n s ,  a g e n t s  d i s a g r e e d  w i th  t h e  
s t a t e m e n t s  c o n c e rn in g  having  t o  ask  f o r  t h e i r  s c o r e s  and be ing  t o l d  t h e y  
c o u ld  n o t  know t h e i r  s c o r e s .  Concern ing t h e  i d e a l  pe r fo rm a nce  a p p r a i s a l
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p r o c e s s ,  a g e n t s  ag reed  t h a t  th e y  should  be t o l d  t h e i r  s c o r e s  a t  t h e  
c o n c l u s i o n  o f  t h e  i n t e r v i e w .
C a teg o ry  12, Knowledge o f  Agent Rank: As shown in  T ab le  7,  a g e n t s  
d i s a g r e e d  w i th  t h e  p r e s e n t  per fo rmance  a p p r a i s a l  p r o c e s s  s t a t e m e n t s  
c o n c e r n in g  be ing  t o l d  how th e y  ranked  w i th  o t h e r  a g e n t s  in  t h e i r  c o u n t y ,  
a r e a / d i s t r i c t  and s t a t e .
C a tego ry  13, Purpose  o f  t h e  Performance A p p r a i s a l  P r o c e s s : In t h e
p r e s e n t  and id e a l  per fo rm ance  a p p r a i s a l  p r o c e s s  a g e n t s  a g re e d  t h a t  th e y  
do and shou ld  t a k e  t h e  pe r fo rm ance  a p p r a i s a l  p r o c e s s  and s c o r e  s e r i o u s l y  
as  shown in  Tab le  7. Concern ing t h e  id e a l  pe r fo rm a nce  a p p r a i s a l  
p r o c e s s ,  a g e n t s  ag reed  t h a t :  t h e  p r o c e s s  sh o u ld  make them more
e f f e c t i v e ;  t h e  pu rpose  o f  t h e  p ro c e s s  shou ld  be t o  make them a b e t t e r  
a g e n t ,  e v a l u a t e  t h e  q u a l i t y  o f  t h e i r  work,  e v a l u a t e  t h e i r  a b i l i t y  t o  
p e r fo rm  t h e  j o b ,  e v a l u a t e  t h e  a b i l i t y  t o  per fo rm  and q u a l i t y  o f  work;  
t h e y  shou ld  r e c e i v e  per formance  a p p r a i s a l  f e e d b a c k  form t h e i r  
s u p e r v i s o r ( s )  th r o u g h o u t  t h e  y e a r .  Agents  d i s a g r e e d  w i th  t h e  id e a l  
p e r fo rm a n ce  a p p r a i s a l  p r o c e s s  s t a t e m e n t  t h a t  t h e  p u rp o s e  o f  t h e  
pe r fo rm a n ce  a p p r a i s a l  p r o c e s s  shou ld  be t o  c r i t i c i z e  t h e i r  pe r fo rm a n ce  
as an a g e n t .
C a teg o ry  14, What Agents  a r e  Eva lua ted  o n : As shown in  T ab le  7,
a g e n t s  ag ree d  t h a t  in t h e  id e a l  per fo rmance  a p p r a i s a l  p r o c e s s  t h e y  
s h ou ld  be e v a l u a t e d  on w r i t t e n  m a t e r i a l s ,  and shou ld  p r o v i d e  t h e  
s u p e r v i s o r  w i th  a copy o f  t h e s e  m a t e r i a l s .  They a l s o  a g re e d  t h a t  t h e i r  
t e a c h i n g  a b i l i t y  and per formance  and e f f e c t i v e  work w i th  a d v i s o r y  
com m it tees  shou ld  be used  in  t h e  id e a l  per fo rm ance  a p p r a i s a l  p r o c e s s .
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C atego ry  15, Performance  A p p ra i s a l  Score  R e c o u r s e : Agents ag reed
t h a t  in  t h e  id e a l  per fo rm ance  a p p r a i s a l  p r o c e s s  th e y  s h ou ld  have some 
e s t a b l i s h e d  method o f  r e c o u r s e  i f  t h e  s u p e r v i s o r  and th e y  d i s a g r e e  on 
t h e  pe r fo rm a nce  a p p r a i s a l  s c o r e .  The f i n d i n g s  a r e  p r e s e n t e d  in  Tab le  
7.
A d d i t i o n a l  s u g g e s t i o n s  w i th  r e g a r d  t o  t h e  id e a l  p r o c e s s  from 
S e c t i o n  3 o f  t h e  q u e s t i o n n a i r e  i n c lu d e d :  t h e r e  shou ld  be 1 .4  +.7
o f f i c i a l  per fo rm ance  a p p r a i s a l  e v a l u a t i o n s  p e r  y e a r ;  a pe r fo rm ance  
a p p r a i s a l  i n t e r v i e w  s h ou ld  l a s t  95 .7+62 .7  m i n u te s ;  a g e n t s  s h ou ld  be 
o b s e rv e d  4 . 5±4.1 t im e s  each  y e a r ,  and each o b s e r v a t i o n  s h ou ld  l a s t  
8 6 .3 ± 7 7 .0  m i n u te s .
Agents were asked  where t h e  per formance  a p p r a i s a l  i n t e r v i e w  shou ld  
be h e l d .  The m a j o r i t y ,  387 o r  69%, i n d i c a t e d  in  t h e  c o u n t y / p a r i s h  
o f f i c e ;  31 o r  6%, t h e  a r e a / d i s t r i c t  s u p e r v i s o r s  o f f i c e ;  24 o r  4%, a 
n e u t r a l  o f f i c e ;  and 76 o r  14%, t h e i r  p e r s o n a l  o f f i c e .
Agents were asked  i f  t h e  per formance  a p p r a i s a l  i n t e r v i e w  s h ou ld  be 
conduc ted  by a team o f  t r a i n e d  p e r s o n n e l .  Agents  r e s p o n d in g  were e v e n ly  
d i v i d e d  on t h e  q u e s t i o n ,  w i th  271 a g e n t s  d e s i r i n g  and 271 n o t  d e s i r i n g  
a team e v a l u a t i o n .  Agents ranked  a l i s t  o f  p o s s i b l e  team members. 
Means were computed and a r e  p r e s e n t e d  in t a b l e  8 ,  which a l s o  shows t h e  
r a n k  c h o i c e .
O th e r  members o f  t h e  e v a l u a t i o n  team and t h e  number o f  m e n t ions  
were:  d i s t r i c t / a r e a  s p e c i a l i s t  o r  s u p e r v i s o r ,  8 ;  a n o t h e r  d i s t r i c t  
d i r e c t o r ,  3;  o r g a n i z a t i o n a l  group  member, 3;  a d v i s o r y  g roup member, 3; 
s e c r e t a r y ,  3;  and chamber o f  commerce, 2.
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T ab le  8
Team member r a n k in q  f o r  Aaent  E v a lu a t io n
Team
member Rank Mean
S ta n d a rd
d e v i a t i o n
D i s t r i c t  
Superv i  s o r 1 2 .12 1.7
C o u n t y / p a r i s h
S u p e r v i s o r 2 2.31 2 .2
S t a t e
S p e c i a l i s t s 3 4.61 2.1
C l i e n t e l e  
Member 4 4 .94 2 .5
C o u n t y / p a r i s h  
S t a f f  member 5 4 .99 2 .2
P eer  from
O th e r  C o u n t y / p a r i s h 6 5.19 2.1
C o u n t y / p a r i s h  
Governing Board 7 6 .22 2 .6
S t a t e
Admini s t r a t o r 8 6 .36 2 .4
C o u n ty / P a r i s h  
School Board 9 7.99 2.1
O ther 10 8 .42 2 .9
Agents were asked t o  l i s t  t h e  a d m i n i s t r a t i v e  f u n c t i o n s  f o r  which 
t h e  pe r fo rm ance  a p p r a i s a l  p ro c e s s  and s c o re  shou ld  be u sed .  The u ses  
and number o f  ment ions  o f  each a r e  g ive n  in  Tab le  9.
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OBJECTIVE THREE
Dete rm ine  t h e  d i f f e r e n c e  in county  a g e n t ' s  p e r c e p t i o n s  o f  
t h e  p r e s e n t  and id e a l  per formance  a p p r a i s a l  p r o c e s s  by j o b  
c l a s s i f i c a t i o n ,  s a l a r y ,  management c o u r s e s  t a k e n ,  h i g h e s t  
d e g r e e  h e l d ,  r a c e ,  age ,  g en d e r ,  pe r fo rm ance  a p p r a i s a l  
i n t e r v i e w  l o c a t i o n ,  and s u p e r v i s o r y  p o s i t i o n s .
T ab le  9
Use o f  per fo rm ance  a p p r a i s a l  p ro c e s s  and s c o re
Use Number o f  ment ions
R a i se s 300
Promotion 268
T r a i n i n g 187
Programming 127
Improving  pe r fo rm ance 122
T e r m in a t io n  o r  demotion 51
A g e n t / c l i e n t e l e  c o o p e r a t i o n 42
Awards 31
C a r e e r  g o a l s 24
A n a l y s i s  o f  v a r i a n c e  was used t o  d e t e rm in e  i f  d i f f e r e n c e s  e x i s t e d  
by j o b  c l a s s i f i c a t i o n ,  s a l a r y ,  management c o u r s e s  t a k e n ,  h i g h e s t  d e g re e  
h e l d ,  r a c e ,  age ,  and per formance  a p p r a i s a l  i n t e r v i e w  l o c a t i o n  o f  t h e
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co u n ty  a g e n t s '  p e r c e p t i o n s  o f  t h e  p r e s e n t  and id e a l  pe r fo rm ance  
a p p r a i s a l  p r o c e s s .  A t - t e s t  was used t o  d e t e r m in e  i f  d i f f e r e n c e s  in  
p e r c e p t i o n s  e x i s t e d  by g en d e r  and s u p e r v i s o r y  p o s i t i o n .
A h i g h l y  s i g n i f i c a n t  d i f f e r e n c e  a t  t h e  .003 l e v e l  was d e t e c t e d  
among j o b  c l a s s i f i c a t i o n  f o r  p e r c e p t i o n s  o f  t h e  p r e s e n t  p r o c e s s  as shown 
in  T ab le  10. T ukey ' s  m u l t i p l e  range  t e s t  was u t i l i z e d  t o  d e t e c t  
i n d i v i d u a l  j o b  c l a s s  d i f f e r e n c e s .  I t  was found t h a t  4-H and you th  
a g e n t s  were s i g n i f i c a n t l y  d i f f e r e n t  from a g r i c u l t u r e  a g e n t s  and home 
economics  a g e n t s  a t  t h e  .05 l e v e l .  O the r  a g e n t s  ( p r i m a r i l y  community 
r e s o u r c e  deve lopment )  were s i g n i f i c a n t l y  d i f f e r e n t  from t h e  a g r i c u l t u r e  
a g e n t s .  The number o f  a g e n t s  in each j o b  c l a s s ,  g roup  means and 
s t a n d a r d  d e v i a t i o n s  a r e  g ive n  in Tab le 10.
No d i f f e r e n c e s  were found in a g e n t s '  p e r c e p t i o n s  o f  t h e  i d e a l  
pe r fo rm a n ce  a p p r a i s a l  system by j o b  c l a s s i f i c a t i o n  as shown in  T ab le  11.
A g e n t s '  p e r c e p t i o n s  o f  t h e  p r e s e n t  and id e a l  pe r fo rm a nce  a p p r a i s a l  
sys tem  by s a l a r y ,  Tab les  12 and 13; management c o u r s e s  t a k e n ,  T a b le s  14 
and 15; h i g h e s t  d e g re e  h e l d ,  Tab les  16 and 17; r a c e ,  T a b le s  18 and 19; 
and age ,  T a b le s  20 and 21 were compared. No d i f f e r e n c e s  were d e t e c t e d  
a t  t h e  .05 l e v e l .
A s i g n i f i c a n t  d i f f e r e n c e  was d e t e c t e d  f o r  p r e s e n t  p e r c e p t i o n  o f  
pe r fo rm a nce  a p p r a i s a l  by i n t e r v i e w  l o c a t i o n ,  T a b le s  22.  No d i f f e r e n c e s  
were found f o r  i d e a l  p e r c e p t i o n  o f  per fo rmance  a p p r a i s a l  by i n t e r v i e w  
l o c a t i o n  as shown in Tab le  23.
The e f f e c t  o f  g e n d e r  and s u p e r v i s o r y  p o s i t i o n  on a g e n t s '
Table 10
Analysis o f  Variance fo r  Overall Mean o f Agents' Perceptions o f Present
Process by Job C la s s i f ic a t io n
S ource  o f  
V a r i a t i o n
Degrees o f  
Freedom
Sum o f  
Sauares
Mean
S auares
F
R a t io
F
Prob .
Between
Groups
W ith in
5 10.85 2 .17 4.691 .003
Groups 539 249.39 .46
T o ta l  544 260.24
Job
C l a s s i f i c a t i o n Count Mean
S ta n d a rd
D e v i a t i o n
A g r i c u l t u r e 185 3 . 56ac .66
Home Economics 111 3 . 6 4 a .67
4-H and Youth 67 3 . 9 7 b .79
A g r i c u l t u r e  and 4-H 89 3.71 .64
Home Economics and 4-H 73 3 .70 .63
O th e r 20 4 . 0 3 d .89
T o ta l 545 3 .6 9 .69
Means marked a a r e  s i g n i f i c a n t l y  d i f f e r e n t  from t h e mean marked b
Means marked c a r e  s i g n i f i c a n t l y  d i f f e r e n t  from th e mean marked d
T ab le  11
A n a l y s i s  o f  V ar ianc e  f o r  O v e ra l l  Mean o f  A q e n t s '  P e rc e D t io n s  o f Idea l
P ro c e s s  by Job  C l a s s i f i c a t i o n
S ource  o f  Degrees  o f Sum o f Mean F F
V a r i a t i o n  Freedom Squares S au a re s R a t io Prob.
Between
Groups 5 .70 .141 .777 .566
With in
Groups 534 96 .56 .181
T o ta l  539 97.27
Job S ta n d a rd
C l a s s i f i c a t i o n Count Mean D e v i a t i o n
A g r i c u l t u r e 181 2.81 .44
Home Economics 109 2.77 .42
4-H and Youth 67 2 .68 .41
A g r i c u l t u r e  and 4-H 90 2 .77 .44
Home Economics and 4-H 73 2 .77 .39
O th e r 20 2 .79 .47
Total 540 2.77 .43
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Table 12
Analysis o f  Variance fo r  Overall Mean o f Agents7 Perceptions o f  Present
P er fo rm ance  ADDraisal  P rocess  by S a l a ry
Source  o f  Degrees  o f Sum o f Mean F F
V a r i a t i o n  Freedom Sauares Sauares ; R a t io  Prob.
Between
Groups 7 6 .69 .96 2.01 .053
W ith in
Groups 528 251.55 .48
T o t a l  535 258.24
P r e s e n t S ta n d a rd
S a l a r v Count Mean D e v ia t i o n
$ 20 ,000  o r  l e s s 17 3 .64 .48
$20,001 t o  $25 ,000 72 3 .70 .64
$25,001 t o  $30,000 119 3.81 .71
$30,001 t o  $35 ,000 121 3 .77 .73
$35,001 t o  $40,000 85 3 .63 .70
$40,001 t o  $45 ,000 67 3 .4 8 .60
$45,001 t o  $50,000 35 3 .53 .69
$50,001 and above 20 3 .74 .83
T o ta l 536 3 .69 .70
T ab le  13
A n a l y s i s  o f  V a r ia n c e  f o r O vera l l  Mean o f  A qen ts ' P e r c e D t i o n s  o f  Idea l
P er fo rm ance  ADDraisal  P roces s  by S a l a ry
Source  o f  Degrees  o f Sum o f Mean F F
V a r i a t i o n  Freedom Squares S auares R a t io  Prob .
Between
Groups 7 .97 .14 791 .595
W ith in
Groups 523 91.93 .18
T o ta l  530 92.91
Idea l S ta n d a rd
S a l a r v Count Mean D e v ia t i o n
$20 ,000  o r  l e s s 17 2 .90 .40
$20,001 t o  $25 ,000 72 2.73 .39
$25,001 t o  $30 ,000 120 2.73 .44
$30,001 t o  $35 ,000 120 2 .80 .36
$35,001 t o  $40 ,000 84 2 .73 .46
$40,001 t o  $45,000 65 2 .80 .40
$45,001 t o  $50 ,000 34 2 .75 .43
$50,001 and above 19 2 .85 .56
Total 531 2.76 .42
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Table 14
Analysis o f  Variance fo r  Overall Mean o f Agents' Perceptions o f  Present
Perform ance  ADDraisal P ro ces s  bv Courses ta k en  in Personne l Manaaement
o r  R e l a t e d Sub.iects
Source  o f Degrees  o f Sum o f Mean F F
V a r i a t i o n Freedom Sauares S auares R a t io Prob.
Between
Groups 4 .48 .12 .248 .911
With in
Groups 533 256.34 .48
T o ta l 537 256.82
Management 
Course Hours Count
P r e s e n t
Mean
S ta n d a rd
D e v ia t i o n
None 233 3 .69 .65
1 - 3  hours 104 3 .67 .70
4 - 6  hours 103 3.67 .68
7 - 1 2  hours 48 3 .77 .79
13 o r  more hours 50 3 .72 .81
T o ta l 538 3 .69 .69
T ab le  15
A n a l y s i s  o f  V a r ian c e  f o r  O v e ra l l  Mean o f  A g en ts '  P e r c e p t i o n s  o f  P r e s e n t  
P er form ance  A p p ra i s a l  P roces s  by Courses  taken  in  Personne l  Management 
o r  R e l a t e d  Sub.iects
Source  o f  
V a r i a t i o n
Degrees  o f  
Freedom
Sum o f  
S auares
Mean
S auares
F
R a t io
F
Prob.
Between
Groups 4 1.33 .33 1.852 .118
With in
Groups 528 94.92 .18
T ota l 532 96.25
Management 
Course  Hours Count
Idea l
Mean
S tan d a rd
D e v ia t i o n
None 231 2.81 .42
1 - 3  hours 102 2 .78 .45
4 - 6  hours 102 2.79 .41
7 - 1 2  hours 47 2.69 .46
13 o r  more hours 51 2.66 .41
Total 533 2.77 .43
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Table 16
Analysis o f  Variance fo r  Overall Mean o f Agents' Perceptions o f  Present
Performance  ADDraisal P ro ces s  bv H ighes t  Deqree Held
S ource  o f  
V a r i a t i o n
Degrees  o f  Sum o f  
Freedom Sauares
Mean F 
S auares  R a t io
F
Prob.
Between
Groups 4 3 .6 8  .92 1 .94  .103
With in
Groups 542 257.29 .48
T o ta l 546 260.97
Deqree Count
P r e s e n t
Mean
S ta n d a rd
D e v i a t i o n
B. S. o r  M. S. 154 3.63 .56
M as te r s 308 3 .70 .72
M as te r s  p lu s  15 hours 50 3 .76 .82
M a s te r s  p l u s  30 hours 25 3.92 .72
Ph. D o r  Ed. D. 10 3 .29 .77
T o ta l 547 3 .69 .69
Tab le  17
A n a l y s i s  o f  V a r ian c e  f o r  O vera l l  Mean o f  A g e n t s 7 P e r c e p t i o n s  o f  Idea l  
P er form ance  A p p ra i s a l  P rocess  by H ighes t  Degree Held
Source  o f  
V a r i a t i o n
Degrees  o f  
Freedom
Sum o f  
Sauares
Mean F 
S au a re s  R a t io
F
Prob.
Between
Groups 4 .44 .11 .606 .659
W ith in
Groups 537 97 .08  .18
T o ta l  541 97 .52
Idea l  S ta n d a rd
Deqree Count Mean D e v i a t i o n
B. S. o r  M. S. 153 2.79 .42
M as te r s 306 2 .77 .43
M a s te r s  p lu s  15 hours 49 2.73 .42
M as te r s  p lu s  30 hours 24 2.75 .38
Ph. D o r  Ed. D. 10 2.61 .50
T ota l 542 2.77 .43
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Table 18
Analysis o f  Variance fo r  Overall Mean o f Agents7 Perceptions o f  Present
P erform ance  ADDraisal P ro ces s  bv Race
Source  o f  
V a r i a t i o n
Degrees o f  
Freedom
Sum o f  
Sauares
Mean
S auares
F
R a t io
F
Prob.
Between
Groups 3 .92 .31 .642 .588
W ith in
Groups 540 259.25 .48
T ota l 543 260.17
P r e s e n t  S t a n d a rd
Race Count Mean D e v ia t i o n
White 490 3 .70 .69
B1 ack 38 3 .5 8 .65
Hi s p a n i c 11 3 .73 .67
American In d ian 5 3 .40 .90
To ta l 544 3 .69 .69
T ab le  19 
A n a l y s i s  o f V ar ian c e  f o r O vera l l  Mean o f  A qen ts ' P e r c e D t io n s  o f  Idea l
P er form ance  ADDraisal P rocess  bv Race
Source  o f Degrees  o f Sum o f Mean F F
V a r i a t i o n Freedom Sauares S auares R a t io  Prob .
Between
Groups 3 .33 .11 .607 .611
W ith in
Groups 534 96.34 .18
T o ta l 537 96.67
Idea l  S ta n d a rd
Race Count Mean D e v ia t io n
White 484 2 .76 .42
Black 38 2 .86 .49
H is p a n ic 11 2 .80 .46
American In d ian 5 2.71 .39
Total 538 2.77 .42
Table 20
Analysis o f  Variance fo r  Overall Mean o f Agents' Perceptions o f  Present
Performance Appraisal Process by Age
S ource  o f  
V a r i a t i o n
Degrees  o f  
Freedom
Sum o f  
Sauares
Mean
S auares
F
R a t io
F
Prob.
Between
Groups 4 2.71 .67 1.420 .226
W ith in
Groups 541 256 .78 .48
T o ta l 545 259.47
P r e s e n t  S t a n d a rd
Aqe Count Mean D e v i a t i o n
Under 25 12 3 .63 .53
25 - 34 151 3 .74 .69
35 - 44 224 3.71 .68
45 - 55 129 3 .57 .70
56 - 64 30 3 .79 .74
T o ta l 546 3 .69 .69
T ab le  21
A n a l y s i s  o f  V a r ian c e  f o r  O ve ra l l  Mean o f  A g e n t s 7 P e r c e p t i o n s  o f  Id ea l  
Per fo rm ance  A p p ra i s a l  P ro ces s  by Age
Source  o f Degrees o f Sum o f Mean F F
V a r i a t i o n Freedom Squares S auares R a t io  Prob.
Between
Groups 4 1.70 .42 2.381  .051
With in
Groups 535 95.89 .18
T o ta l 539 96.89
Idea l S ta n d a rd
Aae Count Mean D e v i a t i o n
Under 25 12 2.67 .38
25 - 34 151 2 .70 .41
35 - 44 221 2.82 .40
45 - 55 127 2.77 .49
56 - 64 29 2 .88 .41
T o ta l 540 2.77 .42
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Table 22
Analysis o f  Variance fo r  Overall Mean o f  Agents' Perceptions o f  Present
Perform ance  ADDraisal P ro c e s s  bv I n t e r v i e w  Loca t ion
Source  o f  
V a r i a t i o n
Degrees  o f  
Freedom
Sum o f  
Sauares
Mean
Squares
F
R a t io
F
Prob.
Between
Groups
With in
Groups
2
549
3 .64
256.79
1.82
.47
3 .889 .021
To ta l 551 260.42
I n t e r v i e w
L o ca t io n Count
P r e s e n t
Mean
S ta n d a rd
D e v ia t i o n
C o u n t y / P a r i s h  O f f i c e  
A r e a / D i s t r i c t  O f f i c e  
N eu t r a l  O f f i c e
460
75
17
3 . 73a
3.51
3.51
.71
.53
.72
T o ta l 552 3.51 .69
P r e s e n t  Means d en o ted  by a d i f f e r e n t  l e t t e r  a r e  s i g n i f i c a n t l y  d i f f e r e n t .
Tab le  23 
A n a l y s i s  o f V a r ian c e  f o r O ve ra l l  Mean o f  A q en ts '  P e r c e D t io n s  o f Idea l
P er form ance  ADDraisal P ro c e s s  bv I n t e r v i e w  Loca t ion
Source  o f  
V a r i a t i o n
Degrees  o f  
Freedom
Sum o f  
Sauares
Mean
S auares
F
R a t io
F
Prob.
Between
Groups
With in
Groups
2
544
.39
100.53
.19
.19
1.045 .352
T ota l 546 100.92
I n t e r v i e w
L o ca t io n Count
Idea l
Mean
S ta n d a rd
D e v ia t i o n
C o u n t y / P a r i s h  O f f i c e  
A r e a / D i s t r i c t  O f f i c e  
N eu t ra l  O f f i c e
456
74
17
2 .76
2.83
2.84
.43
.42
.39
Total 547 2.78 .43
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p e r c e p t i o n s  were compared u s in g  a t - t e s t .  No d i f f e r e n c e s  were d e t e c t e d  
by g e n d e r  a t  t h e  .05 l e v e l  as  shown in Tab les  24 and 25.  A s i g n i f i c a n t  
d i f f e r e n c e  between a g e n t s  w i th  and w i th o u t  s u p e r v i s o r y  r e s p o n s i b i l i t i e s  
was d e t e c t e d  f o r  a g e n t s  p e r c e p t i o n s  o f  t h e  p r e s e n t  pe r fo rm ance  a p p r a i s a l  
sy s tem .  As shown in  Tab le  26,  a g e n t s  w i th  s u p e r v i s o r y  r e s p o n s i b i l i t i e s  
ag ree d  more f a v o r a b l y  w i th  t h e  s t a t e m e n t s  c o n c e rn in g  t h e  p r e s e n t  
p e r fo rm a nce  a p p r a i s a l  sys tem.  No d i f f e r e n c e s  in p e r c e p t i o n s  o f  t h e  id e a l  
p r o c e s s  were d e t e c t e d  a t  t h e  .05 l e v e l  by s u p e r v i s o r y  p o s i t i o n  (Tab le  
2 7 ) .
OBJECTIVE FOUR
Dete rm ine  t h e  r e l a t i o n s h i p  between county  a g e n t s '  p e r c e p t i o n s  
o f  t h e  p r e s e n t  and id e a l  performance  a p p r a i s a l  p r o c e s s  and 
s c o r e  on l a s t  pe r fo rmance  a p p r a i s a l ,  y e a r s  in t h e  e x t e n s i o n  
s e r v i c e ,  y e a r s  in  t h e i r  p r e s e n t  p o s i t i o n ,  i n t e r v i e w  l e n g t h ,  
number o f  per fo rmance  o b s e r v a t i o n s ,  and pe r fo rm ance
o b s e r v a t i o n  l e n g t h .
P e a r s o n ' s  p ro d u c t  moment c o r r e l a t i o n  c o e f f i c i e n t s  were computed f o r  
t h e  r e l a t i o n s h i p s  o f  l a s t  pe r form ance  a p p r a i s a l  s c o r e ,  y e a r s  in t h e  
e x t e n s i o n  s e r v i c e ,  y e a r s  in  t h e  p r e s e n t  p o s i t i o n ,  i n t e r v i e w  l e n g t h ,  
number o f  o b s e r v a t i o n s ,  and o b s e r v a t i o n  l e n g t h  w i th  a g e n t s  p e r c e p t i o n s  
o f  t h e  p r e s e n t  and id e a l  per fo rmance  a p p r a i s a l  sys tem.  The c o r r e l a t i o n  
c o e f f i c i e n t s  a r e  shown in  Tab le 28.  With r e g a r d  t o  t h e  p r e s e n t  
p e r fo rm a nce  a p p r a i s a l  p r o c e s s ,  s i g n i f i c a n t  n e g a t i v e  c o r r e l a t i o n s  were 
found between a g e n t s '  p e r c e p t i o n s  and t h e  i n t e r v i e w  l e n g t h  ( r  = - . 1 1 4 ) ,  
and a g e n t s '  p e r c e p t i o n s  and number o f  s u p e r v i s o r y  o b s e r v a t i o n s  p e r  y e a r  
( r  = - . 2 5 4 ) .  As o u t l i n e d  by Davis (1971) t h e  c o r r e l a t i o n s  a r e  o f  low
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T ab le  24 
t - t e s t  f o r O v e ra l l  Mean o f  A qen ts '  P e rceD t ions  o f  P r e s e n t  Per formance
ADDraisa l P ro c e s s bv Gender
V a r i a b l e S tanda rd t Deg. o f  2 T a i l
Svstem # Mean D ev ia t io n Val ue Freedom Prob.
Male 297 3 .6 6 .70 - 1 .0 5 515 .15  .294
Female 239 3.73 .68
T ab le  25 
t - t e s t  f o r O v era l l Mean o f A qen ts '  P e rceD t ions  o f Id ea l  P er form ance
ADDraisal P ro c e s s  bv Gender
V a r i a b l e
Svstem # Mean
S tanda rd
D ev ia t io n
t
Val ue
Deg. o f  2 T a i l  
Freedom Prob.
Male 293 2 .79 .43 1.31 513 .94  .191
Female 237 2 .74 .41
T ab le  26 
t - t e s t  f o r O v e r a l 1 Mean o f  A qen ts '  P e rceD t ions  o f P r e s e n t  Per formance
ADDraisal P ro c e s s  bv SuDerv iso rv  P o s i t i o n
S u p e r v i s e d
S t a f f # Mean
S tanda rd
D ev ia t io n
t
Val ue
Deg. o f  2 T a i l  
Freedom Prob.
No 377 3 .73 .68 2 .10 311 .92  .037
Yes 170 3 .59 .71
T ab le  27
t - t e s t  f o r  O v e ra l l  Mean o f  A q en ts '  P e rceD t ions  o f Id ea l  Per form ance
ADDraisal P ro c e s s  bv S u p e rv i s o ry  P o s i t i o n
S u p e r v i s e d  S tanda rd  
S t a f f  # Mean D ev ia t io n
t
Val ue
Deg. o f  2 T a i l  
Freedom Prob.
No 376 2.79 .43 1.25 325.28 .214
Yes 166 2.74 .41
Table 28
C orre la tion  C oe ff ic ien ts  o f  Last Performance Appraisal Score, Years in
t h e  E x te n s io n  S e r v i c e ,  Years in P r e s e n t  P o s i t i o n ,  I n t e r v i e w  Length ,  
Number o f  O b s e r v a t i o n s  and O b s e rv a t io n  Length w i th  A g e n t s '  P e r c e p t i o n s  
o f  t h e  P r e s e n t  and Idea l  Performance A p p ra i s a l  Svstem
C o r r e l a t i o n  c o e f f i c i e n t s  o f  P e r c e p t i o n s
V a r i a b l e
P r e s e n t
P rocess
Idea l
P ro c e s s
A p p r a i s a l
Score - .0 3 0 .112*
Years in  t h e  
E x te n s io n  S e r v i c e - .041 .061
Years in  P r e s e n t  
P o s i t i o n .009 .076
I n t e r v i e w
Length -.114** - .0 2 1
Number o f  s u p e r v i s o r y  
O b s e r v a t i o n s / y e a r -.254** .042
Length o f
S u p e r v i s o r y  o b s e r v a t i o n - .043 -.115*
S i g n i f i c a n t  a t  P< .05 
S i g n i f i c a n t  a t  P< .01
a s s o c i a t i o n .  Th is  s u g g e s t s  t h a t  as  t h e  l e n g t h  o f  t h e  i n t e r v i e w  and t h e  
number o f  o b s e r v a t i o n s  p e r  y e a r  i n c r e a s e d ,  a g e n t s  p e r c e p t i o n  s c o r e s  
d e c l i n e d ,  t h u s  im ply ing  g r e a t e r  agreement w i th  t h e  way t h e s e  i t em s  were 
c u r r e n t l y  a d m i n i s t e r e d .
With r e g a r d  t o  t h e  i d e a l  per fo rmance  a p p r a i s a l  p r o c e s s ,  t h e  a g e n t s '  
a p p r a i s a l  s c o r e  had a s i g n i f i c a n t  p o s i t i v e  c o r r e l a t i o n  w i th  p e r c e p t i o n s  
( r  = . 1 1 2 ) ,  w h i l e  t h e  l e n g t h  o f  s u p e r v i s o r y  o b s e r v a t i o n  had a
s i g n i f i c a n t  low n e g a t i v e  c o r r e l a t i o n  ( r  = - . 1 1 6 ) .  As g iv e n  by Davis 
(1971) t h e  s i g n i f i c a n t  c o r r e l a t i o n s  a r e  o f  low a s s o c i a t i o n .  These 
f i n d i n g s  s u g g e s t  t h a t  as  a p p r a i s a l  s c o r e  i n c r e a s e d ,  a g e n t s '  p e r c e p t i o n s
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o f  t h e  id e a l  p r o c e s s  a l s o  i n c r e a s e d ,  t h u s  i n d i c a t i n g  g r e a t e r  
d i s a g r e e m e n t  w i th  t h e  i t em .  On t h e  o t h e r  hand,  as  t h e  number o f  
s u p e r v i s o r  o b s e r v a t i o n s  p e r  y e a r  i n c r e a s e d ,  t h e  a g e n t s '  p e r c e p t i o n  o f  
t h e  i d e a l  p r o c e s s  d e c l i n e d ,  t h u s  im ply ing  g r e a t e r  ag reem en t  w i th  t h e  
i t em .
OBJECTIVE FIVE
D ete rm ine  t h e  d i f f e r e n c e  in county  a g e n t s '  p e r c e p t i o n s  o f  t h e  
p r e s e n t  and id e a l  per fo rmance  a p p r a i s a l  p r o c e s s  in  s e l e c t e d  
c a t e g o r i e s  by s e l e c t e d  per fo rmance  a p p r a i s a l  form c r i t e r i a  
w i th  which t h e  coun ty  a g e n t s  i s  e v a l u a t e d .
The a n a l y s i s  f o r  t h i s  o b j e c t i v e  was accom pl i shed  w i th  t h e  t - t e s t
p r o c e d u r e  t o  d e t e rm in e  d i f f e r e n c e s  by c a t e g o r y  f o r  each  pe r fo rm a nce  
a p p r a i s a l  form c r i t e r i o n .  Per formance  a p p r a i s a l  c r i t e r i a  used in  t h e  
a n a l y s i s  were :  w e igh ted  s c o r in g  p ro c e d u re ,  management by o b j e c t i v e s ,  
i n d i c a t e d  use o f  t h e  sys tem and s t a t e d  appeal  p r o c e s s .  The f i n d i n g s  a r e  
p r e s e n t e d  f o r  each c r i t e r i o n .
Weighted s c o r i n g  u s e : A gen ts '  p e r c e p t i o n s  o f  t h e  p r e s e n t  and id e a l  
pe r fo rm a n ce  a p p r a i s a l  p r o c e s s  in t h e  s e v e r a l  a p p r a i s a l  c a t e g o r i e s  were 
compared f o r  use and non-use  o f  weigh ted  s c o r i n g  u s in g  t h e  t - t e s t .
H igh ly  s i g n i f i c a n t  d i f f e r e n c e s  were found between use  and non-use  
o f  w e ig h te d  s c o r i n g  f o r  a g e n t s '  p e r c e p t i o n s  o f  t h e  p r e s e n t  p e r fo rm ance  
a p p r a i s a l  p r o c e s s  in seven  o f  t h e  per formance  a p p r a i s a l  c a t e g o r i e s  
( T ab le  2 9 ) .  Agents  be ing  e v a l u a t e d  w i th  a w e igh ted  s c o r i n g  system
a g re e d  w i th  t h e  s t a t e m e n t s  in  t h e  c a t e g o r g s  o f  s u p e r v i s o r y  o b s e v a t i o n
more d id  a g e n t s  s co red  w i th o u t  a weigh ted  s c o r i n g  sys tem ,  ( P < .0 0 6 ) .  The 
same t r e n d  was obse rved  f o r :  e v a l u a t i o n  form e x p l a n a t i o n  ( P<.0 0 1 ) ;
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Table 29
Agents7 Perceptions o f Present Performance Appraisal Process in
Appraisal Categories bv Use o f  Weighted Score
Un-weighted Weighted 
A p p r a i s a l  Score  Score  t  2 T a i l
C a tego ry __________________ (n/Mean)_________(n/Means)_______ Val ue_______ Prob.
S u p e r v i s o r y
O b s e r v a t i o n  3 0 9 /3 .9 2  2 3 3 /3 .4 7  2 .76  .006
What Form
I n c o r p o r a t e s  3 1 2 /3 .0 1  2 3 5 /2 .9 4  0 .72  .472
E v a l u a t i o n  Form
E x p l a n a t i o n  3 1 6 /3 .1 5  2 3 7 /2 .6 6  4 .37  .001
E v a l u a t i o n  Form
S a t i s f a c t i o n  314 /4 .01  2 3 5 /4 .0 9  - . 5 4  .589
E v a l u a t i o n  Form
Outcome 3 1 5 /3 .8 2  2 3 7 /3 .5 5  1 .85  .064
P er fo rm ance  A p p ra i s a l
I n t e r v i e w  Goals 3 1 0 /3 .9 7  2 2 9 /3 .3 7  4 .3 4  .001
Use o f  Performance
A p p r a i s a l  S co re s  3 1 0 /3 .9 0  2 2 9 /3 .7 0  1 .76  .079
Who
E v a l u a t e s  3 1 0 /4 .7 7  2 2 9 /4 .7 2  0 .72  .472
A p p r a i s a l  P ro ces s
and Plan o f  Work 3 1 5 /3 .0 3  2 3 6 /2 .8 9  1 .34  .181
T r a i n i n g  o f  t h e
I n t e r v i e w e r  3 0 4 /3 .6 7  2 2 8 /2 .8 0  6 .0 0  .001
Knowledge o f
S c o re s  3 1 8 /3 .9 4  2 3 7 /3 .4 9  6 .5 4  .001
Knowledge o f
Agent Rank 3 0 8 /5 .8 0  2 2 9 /5 .7 6  0 .32  .751
Purpose  o f
A p p r a i s a l  P ro ces s  3 1 9 /3 .4 9  2 3 7 /3 .2 7  3 .1 5  .002
What Agents  a r e
E v a lu a te d  on 3 1 0 /2 .9 6  2 2 9 /2 .5 6  4 .3 0  .001
Apprai  sa l
S core  Recourse  3 1 0 /3 .9 2  22 9 /3 .8 3  1.13 .257
128
p er fo rm ance  a p p r a i s a l  i n t e r v i e w  g o a l s  ( P c .0 0 1 ) ;  t r a i n i n g  o f  t h e
i n t e r v i e w e r  ( P c .0 0 1 ) ;  knowledge o f  pe r fo rm ance  a p p r a i s a l  s c o r e s
( P c . 0 0 1 ) ;  pu rpose  o f  per fo rmance  a p p r a i s a l  p r o c e s s  ( P c . 0 0 2 ) ;  and what 
a g e n t s  a r e  e v a l u a t e d  on (Pc .001)  as shown in  Tab le  29.  Agents  e v a l u a t e d
w i th  a w e igh ted  s c o r in g  sys tem d i f f e r e d  from a g e n t s  e v a l u a t e d  w i th o u t
a w e ig h ted  s c o r i n g  sys tem f o r  t h e s e  c a t e g o r i e s .
Tab le  30 shows h i g h l y  s i g n i f i c a n t  d i f f e r e n c e s  between use and non­
use o f  w e igh ted  s c o r in g  f o r  a g e n t s '  p e r c e p t i o n s  o f  t h e  id e a l  per fo rm ance  
a p p r a i s a l  p r o c e s s  f o r  s u p e r v i s o r y  o b s e r v a t i o n  (P c .002 )  and who e v a l u a t e s  
( P c . 0 0 8 ) .  A s i g n i f i c a n t  d i f f e r e n c e  was found f o r  what t h e  e v a l u a t i o n  
form i n c o r p o r a t e s  ( P c .0 3 4 ) .  In a l l  t h r e e  c a s e s ,  a g e n t s  be ing  e v a l u a t e d  
w i t h o u t  a w e igh ted  s c o r i n g  system agreed  more c o m p le t e ly  w i th  t h e  
s t a t e m e n t s .
Management bv O b j e c t i v e s  A gen ts '  p e r c e p t i o n s  o f  t h e  p r e s e n t  and 
id e a l  per fo rm ance  a p p r a i s a l  p ro c e s s  were compared f o r  use and non-use  
o f  management by o b j e c t i v e s  us ing  t h e  t - t e s t .
H igh ly  s i g n i f i c a n t  d i f f e r e n c e s  were found between use and non-use  
o f  management by o b j e c t i v e s  e v a l u a t i o n  f o r  a g e n t s '  p e r c e p t i o n s  o f  t h e  
p r e s e n t  pe r fo rm ance  a p p r a i s a l  p r o c e s s  as shown in Tab le  31 f o r  t h e  
f o l l o w i n g  a p p r a i s a l  c a t e g o r i e s ;  per fo rmance  a p p r a i s a l  i n t e r v i e w  g o a l s  
( P c . 0 0 1 ) ,  t r a i n i n g  o f  t h e  i n t e r v i e w e r  ( P c .0 0 6 ) ,  and knowledge o f  
p e r fo rm ance  a p p r a i s a l  s c o r e s  (P c .0 0 1 ) .  S i g n i f i c a n t  d i f f e r e n c e s  were 
d e t e c t e d  f o r  e v a l u a t i o n  form e x p l a n a t i o n  ( P c .0 1 3 ) ,  and pe r fo rm ance  
a p p r a i s a l  s c o r e  r e c o u r s e  ( P c .0 1 5 ) .  In a l l  c a s e s  where d i f f e r e n c e s  were 
found ,  w i th  t h e  e x c e p t io n  o f  knowledge o f  s c o r e s ,  a g e n t s  be ing  e v a l u a t e d  
w i th  a management by o b j e c t i v e s  system agreed  more w i th  t h e  s t a t e m e n t s .
Tab le  30
A g e n t s '  P e r c e p t i o n s  o f  Idea l  Performance A p p ra i s a l  P ro c e s s  in  A p p ra i s a l  
C a t e g o r i e s  bv Use o f  Weighted Score
A p p r a i s a l
Ca tegory
Un-weighted
Score
(n/Mean)
Weighted
Score
(n/Means
t
Val ue
2 T a i l  
Prob.
S u p e r v i s o r y
O b s e r v a t io n 29 1 /1 .8 5 215 /2 .19 - 3 .1 0 .002
What Form 
I n c o r p o r a t e s 3 0 5 /1 .8 2 2 25 /1 .97 - 2 .1 2 .034
E v a l u a t i o n  Form 
E x p l a n a t i o n 3 0 8 /1 .8 4 2 26 /1 .75 1.39 .167
E v a l u a t i o n  Form 
S a t i s f a c t i o n 3 0 7 /1 .9 9 226 /1 .92 0 .60 .549
E v a l u a t i o n  Form 
Outcome 3 0 7 /1 .6 9 226/1 .71 -0 .3 1 .760
Perfo rm ance  A p p ra i s a l  
I n t e r v i e w  Goals 3 0 8 /2 .3 9 223 /2 .47 -0 .8 3 .406
Use o f  Per formance  
A p p r a i s a l  S co re s 3 0 8 /2 .5 3 224 /2 .54 - 0 .1 5 .880
Who
E v a l u a t e s 3 0 8 /4 .1 7 225 /4 .36 - 2 .6 6 .008
A p p r a i s a l  P ro ces s  
and Plan o f  Work 3 1 3 /2 .2 3 23 2 /2 .2 8 - 0 .5 9 .555
T r a i n i n g  o f  t h e  
I n t e r v i e w e r 3 0 2 /1 .6 5 2 2 3 /1 .6 0 0 .72 .469
Knowledge o f  
S co re s 31 0 /3 .9 2 2 2 6 /3 .8 4 1.43 .153
Knowledge o f  
Agent  Rank 3 0 6 /3 .5 9 22 5 /3 .5 6 0 .13 .897
Purpose  o f  
A p p r a i s a l  P ro ces s 3 1 7 /2 .6 4 23 4 /2 .6 5 - 0 .2 5 .803
What Agents  a r e  
E v a lu a te d  on 3 0 8 /1 .9 7 224 /2 .05 - 1 .0 8 .278
A p p ra i s a l  
S core  Recourse 3 0 8 /3 .6 5 224/3 .61 0 .37 .714
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Table 31
Agents' Perceptions o f Present Performance Appraisal Process in
Appraisal Categories bv Use o f  Management bv Objectives
A p p r a i s a l
C a teg o ry
No MBO 
(n/Mean)
Use MBO 
(n/Means)
t
Val ue
2 Tai 
Prob.
S u p e r v i s o r y
O b s e r v a t io n 8 8 /3 . 7 7 45 4 /3 .7 2 0 .24 .808
What Form 
I n c o r p o r a t e s 8 9 /3 . 1 0 4 5 8 /2 .9 6 0 .89 .337
E v a l u a t i o n  Form 
E x p l a n a t i o n 9 0 /3 . 2 6 4 6 3 /2 .8 8 2.53 .013
E v a l u a t i o n  Form 
S a t i s f a c t i o n 9 0 /4 . 0 8 45 9 /4 .0 4 0 .1 8 .857
E v a l u a t i o n  Form 
Outcome 9 0 /3 .8 7 46 2 /3 .6 7 0 .96 .338
P erform ance  A p p ra i s a l  
I n t e r v i e w  Goals 8 8 /4 .6 1 4 5 1 /3 .5 4 5 .72 .001
Use o f  Perform ance  
A p p r a i s a l  Scores 8 8 /4 .0 3 45 1 /3 .7 7 1.50 .136
Who
E v a l u a t e s 8 8 /4 . 7 7 45 1 /4 .7 4 0 .24 .811
A p p r a i s a l  P ro ces s  
and Plan o f  Work 8 9 /3 . 1 8 462 /2 .93 1.64 .103
T r a i n i n g  o f  t h e  
I n t e r v i e w e r 8 8 /3 . 8 0 44 4 /3 .2 0 2 .80 .006
Knowledge o f  
Sco res 9 0 /3 . 2 9 4 6 5 /3 .8 4 - 8 .5 7 .001
Knowledge o f  
Agent Rank 8 8 /5 . 9 9 4 4 9 /5 .7 5 1 .39 .167
Purpose  o f  
A p p r a i s a l  P ro ces s 9 0 /3 . 5 9 44 6 /3 .3 6 1.97 .052
What Agents  a r e  
E v a lu a te d  on 8 8 /2 . 8 6 4 5 1 /2 .7 8 0 .5 8 .562
A p p r a i s a l  
S core  Recourse 8 8 /4 . 1 0 451 /3 .83 2 .46 .015
T ab le  32
A q e n t s '  P e r c e D t io n s  o f  Id ea l  Per formance ADDraisal P ro c e s s  in
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ADDraisal
C a t e q o r i e s  bv Use o f  Manaqement bv O b j e c t i v e s
A p p r a i s a l
Ca teq o rv
NO MBO 
(n/Mean)
Use MBO 
(n/Means
t
Value
2 T a i l  
Prob .
S u p e r v i s o r y
O b s e r v a t io n 8 5 / 1 . 8 8 421 /2 .01 - . 9 3 .353
What Form 
I n c o r p o r a t e s 8 7 /1 .9 1 4 4 3 /1 .8 8 0 .2 5 .801
E v a l u a t i o n  Form 
E x p l a n a t i o n 8 8 /1 . 8 3 4 4 6 /1 .8 0 0 .42 .675
E v a l u a t i o n  Form 
S a t i s f a c t i o n 8 8 /1 . 9 4 4 4 5 /1 .9 7 - 0 .1 6 .887
E v a l u a t i o n  Form 
Outcome 8 8 /1 . 8 2 4 4 5 /1 .6 7 1.23 .219
P er fo rm ance  A p p ra i s a l  
I n t e r v i e w  Goals 8 8 /2 . 5 7 4 4 3 /2 .3 9 1.28 .204
Use o f  Per fo rmance  
A p p r a i s a l  S cores 8 8 /2 . 6 5 444 /2 .51 1.00 .319
Who
E v a l u a t e s 8 8 /4 . 1 7 4 4 5 /4 .2 7 - 1 . 1 6 .247
A p p r a i s a l  P ro ces s  
and P lan  o f  Work 8 9 /2 . 2 3 4 4 6 /2 .2 5 - 0 .2 7 .784
T r a i n i n g  o f  t h e  
I n t e r v i e w e r 8 7 /1 . 7 4 438 /1 .61 1.26 .210
Knowledge o f  
S c o re s 8 8 /3 . 7 6 448 /3 .91 - 2 .3 5 .020
Knowledge o f  
Agent  Rank 8 8 /4 . 0 0 4 4 3 /3 .4 9 2 .02 .045
Purpose  o f  
A p p r a i s a l  P roces s 9 0 /2 . 7 0 4 6 1 /2 .6 4 0 .89 .374
What Agents  a r e  
E v a l u a t e d  on 8 8 / 1 . 9 8 4 4 4 /2 .1 - 0 . 3 8 .705
A p p r a i s a l  
S core  Recourse 8 8 /3 . 7 6 444 /3 .61 1.28 .203
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A g e n ts '  p e r c e p t i o n s  o f  t h e  id e a l  per fo rmance  a p p r a i s a l  sys tem by 
c a t e g o r y  were compared by use and non-use  o f  management by o b j e c t i v e s  
as r e p o r t e d  in Tab le  32.  Knowledge o f  per fo rmance  a p p r a i s a l  s c o r e s  was 
t h e  on ly  c a t e g o r y  found t o  be s i g n i f i c a n t l y  d i f f e r e n t  ( £ < . 0 2 0 ) .  Agents  
n o t  be ing  e v a l u a t e d  w i th  a management by o b j e c t i v e s  e v a l u a t i o n  system 
a g ree d  more w i th  t h e  s t a t e m e n t s .
I n d i c a t e d  use o f  svstem Agents p e r c e p t i o n s  o f  t h e  p r e s e n t  and 
id e a l  pe r fo rm ance  a p p r a i s a l  p ro c e s s  in t h e  s e v e r a l  a p p r a i s a l  c a t e g o r i e s  
were compared f o r  s t a t e d  and n o n - s t a t e d  use o f  t h e  pe r fo rm a nce  a p p r a i s a l  
sys tem u s in g  t h e  t - t e s t .
D i f f e r e n c e s  were found in seven o f  t h e  c a t e g o r i e s  when a g e n t s '  
p e r c e p t i o n s  o f  t h e  p r e s e n t  perfo rmance  a p p r a i s a l  p r o c e s s  were compared 
by s t a t e d  and n o n - s t a t e d  use o f  t h e  system (Table  3 3 ) .  In s i x  o f  t h e  
c a t e g o r i e s ,  a g e n t s '  w i th  an i n d i c a t e d  use ag reed  more w i th  t h e  
s t a t e m e n t s .  Three  o f  t h e s e  were h ig h l y  s i g n i f i c a n t  a t  t h e  (P < .0 0 1 ) ,  
namely;  pe r fo rm ance  a p p r a i s a l  i n t e r v i e w  g o a l s ;  pu rp o s e  o f  a p p r a i s a l  
p r o c e s s ;  and a p p r a i s a l  s c o r e  r e c o u r s e .  T r a i n i n g  o f  t h e  i n t e r v i e w e r  was 
h i g h l y  s i g n i f i c a n t  a t  t h e  ( P<.002) l e v e l .  S u p e r v i s o r y  o b s e r v a t i o n ,
( P<.0 1 6 ) ;  and e v a l u a t i o n  form e x p l a n a t i o n  ( P<.0 2 5 ) ;  were found t o  be 
s i g n i f i c a n t .  The c a t e g o r y ,  who e v a l u a t e s  ( P<.0 0 7 ) ,  was found t o  be 
h i g h l y  s i g n i f i c a n t  w i th  a g e n t s  w i th o u t  an i n d i c a t e d  use a g r e e i n g  more 
w i th  t h e  s t a t e m e n t .
When th e  id e a l  p r o c e s s  was compared by s t a t e d  and n o n - s t a t e d  use 
d i f f e r e n c e s  were found in fo u r  c a t e g o r i e s  (Tab le  3 4 ) .  In t h e
Table 33
Agents7 Perceptions o f Present Performance Appraisal Process in
Appraisal Categories bv Stated Use
A p p r a i s a l
C a tego ry
No S t a t e d  
Use 
(n/Mean)
S t a t e d
Use
(n/Means)
t
Val ue
2 T a i l  
Prob.
S u p e r v i s o r y
O b s e r v a t io n 163 /4 .04 37 9 /3 .5 9 2.43 .016
What Form 
I n c o r p o r a t e s 1 65 /2 .98 3 8 2 /2 .9 8 -0 .0 3 .975
E v a l u a t i o n  Form 
E x p l a n a t i o n 166 /3 .12 38 7 /2 .8 7 2 .25 .025
E v a l u a t i o n  Form 
S a t i s f a c t i o n 166 /4 .10 3 8 3 /4 .0 2 0.43 .670
E v a l u a t i o n  Form 
Outcome 166/3 .83 3 8 6 /3 .6 6 1.06 .290
Perfo rm ance  A p p ra i s a l  
I n t e r v i e w  Goals 162 /4 .45 3 7 7 /3 .4 0 7.00 .001
Use o f  Performance  
A p p r a i s a l  Scores 162 /3 .94 3 7 7 /3 .7 6 1.36 .176
Who
E v a l u a t e s 162 /4 .60 377 /4 .81 -2 .7 1 .007
A p p r a i s a l  P roces s  
and Plan o f  Work 163 /3 .08 3 8 8 /2 .9 2 1 .40 .163
T r a i n i n g  o f  t h e  
I n t e r v i e w e r 158 /3 .67 3 7 4 /3 .1 4 3 .15 .002
Knowledge o f  
S co re s 166 /3 .80 389 /3 .73 0 .89 .372
Knowledge o f  
Agent Rank 161 /5 .64 3 7 6 /5 .8 5 - 1 .3 9 .167
Purpose  o f  
A p p r a i s a l  P rocess 166 /3 .59 3 9 0 /3 .3 2 3 .23 .001
What Agents a r e  
E v a lu a te d  on 162 /2 .73 377 /2 .82 - 0 .8 8 .380
Apprai  sa l  
S core  Recourse 162 /3 .54 3 7 7 /2 .9 0 4 .29 .001
T ab le  34
A a e n t s '  P e rc e D t io n s  o f  Idea l  Performance ADDraisal P ro c e s s  in
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ADDrai sa l
C a t e a o r i e s  bv S t a t e d  Use
Apprai  sa l
No S t a t e d  
Use
S t a t e d
Use t 2 T a i l
C a teoorv (n/Mean) (n/Means) Val ue Prob.
S u p e r v i s o r y
O b s e r v a t io n 154 /1 .79 3 5 2 /2 .0 8 - 2 .7 6 .006
What Form 
I n c o r p o r a t e s 159 /1 .85 3 7 1 /1 .9 0 -0 .7 1 .478
E v a l u a t i o n  Form 
E x p l a n a t i o n 160 /1 .84 3 7 4 /1 .7 8 0 .90 .372
E v a l u a t i o n  Form 
S a t i  s f a c t i o n 160 /1 .98 3 7 3 /1 .9 5 0 .23 .819
E v a l u a t i o n  Form 
Outcome 159/1 .72 37 4 /1 .6 9 0 .33 .742
Perfo rm ance  A p p ra i s a l  
I n t e r v i e w  Goals 160 /2 .58 37 1 /2 .3 5 2.03 .043
Use o f  Performance  
A p p r a i s a l  Scores 160 /2 .59 372 /2 .51 0 .79 .430
Who
E v a l u a t e s 160 /4 .14 3 7 3 /4 .3 0 - 2 .2 0 .029
A p p r a i s a l  P rocess  
and PI an o f  Work 161 /2 .18 3 8 4 /2 .2 8 - 1 .2 4 .217
T r a i n i n g  o f  t h e  
I n t e r v i e w e r 156 /1 .68 3 6 9 /1 .6 0 0 .92 .361
Knowledge o f  
Sco res 160 /3 .89 3 7 6 /3 .8 9 0.11 .913
Knowledge o f  
Agent  Rank 159 /3 .24 372 /3 .72 - 2 .4 8 .014
Purpose  o f  
A p p r a i s a l  P rocess 164/2 .70 3 87 /2 .62 1.46 .146
What Agen ts  a r e  
E v a lu a te d  on 160/1 .93 37 2 /2 .0 4 - 1 .5 6 .120
Apprai  sa l  
S core  Recourse 160 /2 .28 37 2 /2 .2 5 0 .32 .747
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c a t e g o r i e s ,  s u p e r v i s o r y  o b s e r v a t i o n ,  ( £ c . 006) ;  who e v a l u a t e s ,  ( P<.0 2 9 ) ;  
and knowledge o f  a g en t  r a n k ,  (P<.0 1 4 ) ,  a g e n t s  w i t h o u t  a s t a t e d  use 
a g re e d  more w i th  t h e  s t a t e m e n t s .  Agents w i th  a s t a t e d  use sys tem  ag ree d  
more f o r  per fo rm ance  a p p r a i s a l  i n t e r v i e w  g o a l s  ( £ c . 0 4 3 ) .
Appeal P ro ces s  A g en ts '  p e r c e p t i o n s  o f  t h e  p r e s e n t  and id e a l
pe r fo rm a nce  a p p r a i s a l  p r o c e s s  in t h e  15 a p p r a i s a l  c a t e g o r i e s  were 
compared f o r  s t a t e d  and n o n - s t a t e d  appeal  p ro c e s s  w i t h i n  t h e  p e r fo rm ance  
a p p r a i s a l  document u s in g  th e  t - t e s t .
When a g e n t s '  p e r c e p t i o n s  o f  th e  p r e s e n t  system were compared to  
t h e  s t a t e d  and n o n - s t a t e d  appeal  p r o c e s s ,  s i x  c a t e g o r i e s  were found t o  
be d i f f e r e n t  and in  each c a s e ,  a g e n t s  w i th  an appea l  p r o c e s s  ag ree d  more 
c o m p l e t e l y  w i th  t h e  s t a t e m e n t s  (Tab le 3 5 ) .  H igh ly  s i g n i f i c a n t
d i f f e r e n c e s  a t  t h e  (Pc.OOl) were found f o r ;  e v a l u a t i o n  form e x p l a n a t i o n ;  
t r a i n i n g  o f  t h e  i n t e r v i e w e r ;  and what a g e n t s  a r e  e v a l u a t e d  on.  
Knowledge o f  a g en t  rank  was a l s o  found t o  be h i g h l y  s i g n i f i c a n t  
( P < .0 0 4 ) .  S i g n i f i c a n t  d i f f e r e n c e s  were found f o r  pe r fo rm ance  a p p r a i s a l  
i n t e r v i e w  g o a l s  ( P<.029) and a p p r a i s a l  s c o re  r e c o u r s e  ( £ c . 0 3 3 ) .
A h i g h l y  s i g n i f i c a n t  d i f f e r e n c e  was found f o r  who e v a l u a t e s  
(£ c .0 0 5 )  when a g e n t s  p e r c e p t i o n s  o f  t h e  id e a l  pe r fo rm ance  a p p r a i s a l
sys tem were compared by s t a t e d  and n o n - s t a t e d  appea l  p r o c e s s  as shown 
in  T ab le  36. In t h i s  c a t e g o r y ,  a g e n t s  w i th o u t  an appeal  p r o c e s s  ag reed  
more w i th  t h e  s t a t e m e n t s .  D i f f e r e n c e s  were found in  knowledge o f  ag e n t  
r a n k  (£< .001)  and t r a i n i n g  o f  t h e  i n t e r v i e w e r  ( £ c . 0 2 2 ) ,  w i th  a g e n t s  
hav ing  an appea l  p r o c e s s  a g re e in g  more with  t h e s e  s t a t e m e n t s .
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Table 35
Agents' Perceptions o f  Present Performance Appraisal Process in
Appraisal Categories bv Use o f Appeal Process
A p p r a i s a l
C a tego ry
No Appeal 
P rocess  
(n/Mean)
Appeal
P rocess
(n/Means)
t  2 Ta i l  
Value Prob.
S u p e r v i s o r y
O b s e r v a t io n
What Form 
I n c o r p o r a t e s
E v a l u a t i o n  Form 
E x p l a n a t i o n
E v a l u a t i o n  Form 
S a t i s f a c t i o n
E v a l u a t i o n  Form 
Outcome
P erform ance  A p p ra i s a l  
I n t e r v i e w  Goals
Use o f  Per formance  
A p p r a i s a l  S cores
Who
E v a l u a t e s
A p p r a i s a l  P ro ces s  
and Plan o f  Work
T r a i n i n g  o f  t h e  
I n t e r v i e w e r
Knowledge o f  
S c o re s
Knowledge o f  
Agent  Rank
Purpose  o f  
A p p r a i s a l  P roces s
What Agents a r e  
E v a lu a te d  on
Apprai  sal  
S core  Recourse
2 9 2 /3 .7 4
29 5 /3 .0 6
300 /3 .11
298/3 .91
299 /3 .72
29 5 /3 .8 5
295 /3 .82
2 95 /4 .74
30 0 /3 .0 2
29 3 /3 .5 5
3 0 2 /3 .7 6
2 9 4 /5 .9 6
303 /3 .41
2 95 /2 .97
2:95/3.22
2 50 /3 .72
2 5 2 /2 .8 8
2 5 3 /2 .7 4
251 /4 .21
25 3 /3 .6 9
2 4 4 /3 .5 5
244 /3 .81
24 4 /4 .7 5
25 1 /2 .9 0
2 3 9 /2 .9 9
2 53 /3 .73
2 4 3 /5 .5 8
2 5 3 /3 .3 9
2 4 4 /2 .5 7
244 /2 .93
0 .1 2  .903
1 .68  .094
3 .4 7  .001
- 1 .8 7
2 .19
.062
0 .2 4  .812
.029
0 .1 0  .922
- 0 . 1 4  .891
1 .14  .254
3 .7 3  .001
0 .3 7  .712
2 .8 9  .004
0 .2 4  .814
4 .2 6  .001
2 .14 .033
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T ab le  36
A g e n t s '  P e r c e p t i o n s  o f  Idea l  Per formance  A p p ra i s a l  P ro c e s s  in  A p p r a i s a l  
C a t e g o r i e s  by Use o f  Appeal P rocess
A p p r a i s a l
Ca teg o ry
No Appeal 
P ro ces s  
(n/Mean)
Appeal
P rocess
(n/Means)
t
Val tie
0.01
0 . 02
1.34
0 .07
1.40
- 1 .6 9
- 0 .4 4
- 2 .8 2
1.44
2 .29
- 0 .3 9
5 .65
- 0 .6 3
0 .99
-0.62
2 T a i l  
Prob.
S uperv i  so ry
O b s e r v a t i o n  2 7 6 /1 .9 9  2 3 0 /1 .9 9
What Form
I n c o r p o r a t e s  2 8 9 /1 .8 9  2 4 1 /1 .8 8
E v a l u a t i o n  Form
E x p l a n a t i o n  2 9 3 /1 .8 4  2 4 1 /1 .7 6
E v a l u a t i o n  Form
S a t i s f a c t i o n  29 2 /1 .9 7  2 4 1 /1 .9 6
E v a l u a t i o n  Form
Outcome 2 9 3 /1 .7 5  2 4 0 /1 .6 4
P er fo rm ance  A p p ra i s a l
I n t e r v i e w  Goals 2 9 3 /2 .3 4  23 8 /2 .5 2
Use o f  Per formance
A p p r a i s a l  Sco res  293 /2 .51  23 9 /2 .5 6
Who
E v a l u a t e s  2 9 4 /4 .1 6  23 9 /4 .3 6
Ap p r a i s a l  P rocess
and Plan o f  Work 2 9 8 /2 .3 0  2 4 7 /2 .1 9
T r a i n i n g  o f  t h e
I n t e r v i e w e r  2 9 0 /1 .7 0  2 3 5 /1 .5 4
Knowledge o f
S c o re s  2 9 6 /3 .8 8  2 4 0 /3 .9 0
Knowledge o f
Agent Rank 2 9 2 /4 .0 2  2 3 9 /3 .0 4
P urpose  o f
A p p r a i s a l  P ro c e s s  3 0 2 /2 .6 3  2 4 9 /2 .6 6
What Agents  a r e
E v a l u a t e d  on 2 9 4 /2 .0 4  23 8 /1 .9 7
A p p r a i s a l
S core  Recourse  2 9 3 /2 .2 3  2 3 9 /2 .3 0
.989
.981
.182
.947
.163
.092
.657
.005
.150
. 022
.695
.001
.531
.322
.536
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OBJECTIVE SIX
Determine  t h e  d i f f e r e n c e s  between coun ty  a g e n t s '
p e r c e p t i o n s  o f  t h e  p r e s e n t  and id e a l  per fo rm ance  a p p r a i s a l
p r o c e s s  in  s e l e c t e d  c a t e g o r i e s .
D i f f e r e n c e s  between a g e n t s '  p e r c e p t i o n s  o f  t h e  p e r c e i v e d  p r e s e n t  
and id e a l  pe r fo rm ance  a p p r a i s a l  p r o c e s s  by a p p r a i s a l  c a t e g o r y  were
d e t e rm in e d  u s in g  a t - t e s t .  The r e s u l t s ,  p r e s e n t e d  in Tab le  37,  show a 
c o n s i s t e n t  p a t t e r n  o f  ag e n t  p e r c e p t i o n  o f  t h e  p e r fo rm ance  a p p r a i s a l  
p r o c e s s .  The p a t t e r n  s u g g e s t s  t h a t  a g e n t s  f e e l  t h e  p r e s e n t  pe r fo rm ance  
a p p r a i s a l  p r o c e s s  in  a l l  bu t  one c a t e g o r y  (knowledge o f  per fo rm ance  
a p p r a i s a l  s c o r e s )  i s  d e f i c i e n t .  Lower mean p e r c e p t i o n  s c o r e s  f o r  t h e  
i d e a l  p r o c e s s  as compared w i th  t h e  p r e s e n t  p r o c e s s  i n d i c a t e  t h a t
improvements in  t h e  s e v e r a l  a p p r a i s a l  c a t e g o r i e s  need t o  be made, t -
t e s t  v a l u e s  f o r  a l l  c a t e g o r i e s  were h i g h l y  s i g n i f i c a n t .
COMMENTS
Agents were asked  t o  comment in n in e  d i f f e r e n t  a r e a s  c o n c e rn in g  
t h e  pe r fo rm ance  a p p r a i s a l  p r o c e s s .  These a r e a s  were :  l e n g t h  o f
e v a l u a t i o n  and o b s e r v a t i o n ;  e v a l u a t i o n  form; t h e  e v a l u a t i o n  i n t e r v i e w ;  
use o f  per fo rm ance  a p p r a i s a l  s c o r e s ;  who shou ld  e v a l u a t e ;  r e l a t i o n s h i p  
o f  t h e  per fo rm ance  a p p r a i s a l  p r o c e s s  and t h e  p lan  o f  work;  t r a i n i n g  o f  
t h e  i n t e r v i e w e r ;  a g en t  knowledge o f  per fo rmance  a p p r a i s a l  s c o r e s ;  and 
p u rp o s e  o f  t h e  per fo rm ance  a p p r a i s a l  p r o c e s s .  A g e n t s '  comments w i l l  be 
summarized by a r e a  f o r  t h e  most p a r t  w i th  few i n d i v i d u a l  comments 
p r e s e n t e d .
Length o f  e v a l u a t i o n  and o b s e r v a t i o n  The v a s t  m a j o r i t y  o f  t h e
a g e n t s  commenting in  t h i s  a r e a  agreed  t h a t  t h e r e  shou ld  be an annual
Table 37
Agents' Perceptions o f  the Present and Ideal Performance Appraisal
Process bv Appraisal Categories
Apprai  sa l  
Ca teg o ry Number
P e r c e p t io n  
Ideal  P r e s e n t  
Mean Mean
t
Value
2 T a i l  
Prob.
S u p e r v i s o r y
O b s e r v a t io n
503 1.99 3 .79 -18 .71 .001
Form
I n c o r p o r a t e s
528 1.89 2 .98 -1 8 .9 2 .001
Form
E x p l a n a t i o n
533 1.80 2 .96 - 21 .02 .001
Form
S a t i s f a c t i o n
528 1.95 4.05 - 2 2 .6 0 .001
Form
Outcome
531 1.70 3.73 - 2 5 .8 9 .001
I n t e r v i e w  
Goal s
531 2.42 3.71 - 1 7 .3 4 .001
P er fo rm ance  App. 
S c o re s  Use
532 2.53 3.83 -1 8 .8 3 .001
Who
E v a l u a t e s
533 4.25 4.76 -1 3 .7 3 .001
R e l a t i o n s h i p  
PAP t o  POW
544 2.25 2.97 -1 4 .9 2 .001
I n t e r v i e w
T r a i n i n g
523 1.52 3.31 -2 1 .0 9 .001
Knowledge 
o f  S co re s
534 3.89 3 .80 2 .70 .007
Agent
Rank
531 3 .58 5.80 - 2 2 .2 5 .001
P urpose  o f  
A p p r a i s a l  Proc.
550 2.55 3.40 -2 0 .4 2 .001
What
E v a l u a t e d  on
532 2.01 2.80 - 1 6 .5 3 .001
Score
Recourse
532 3 .63 3 .88 - 4 .6 7 .001
140
a g e n t  e v a l u a t i o n  l a s t i n g  from one t o  two h o u r s ,  bu t  no more th a n  t h r e e  
t o  f o u r  h o u r s .  I t  was g e n e r a l l y  ag reed  t h a t  more t im e  shou ld  be sp e n t  
e v a l u a t i n g  new a g e n t s .  I t  was a l s o  s u g g e s te d  t h a t  new a g e n t s  be 
e v a l u a t e d  tw ic e  a y e a r  f o r  t h e  f i r s t  two y e a r s .  Agents commented t h a t  
o b s e r v a t i o n  o f  them p er fo rm ing  t h e i r  d u t i e s  was a mus t .  I t  was 
g e n e r a l l y  f e l t  t h a t  s u p e r v i s o r s  d id  n o t  spend enough t im e  o b s e r v in g  
a g e n t s .  I t  ap p ea r s  t h a t  a g e n t s  would l i k e  t o  be o bse rved  t h r e e  o r  f o u r  
t i m e s  a y e a r  w i th  t h e  o b s e r v a t i o n  l a s t i n g  t h e  l e n g t h  o f  t h e  program o r  
a c t i v i t y .
Some a c t u a l  comments in c lu d e d :
The o b s e r v e r / e v a l u a t o r  shou ld  ob s e rv e  o f t e n  enough t o  t r u l y  
e v a l u a t e  an agen t  in  a l l  phases  o f  t h e  j o b  (n o t  use  " h e a r s a y " ) ,  
g i v e  f e e d b a c k ,  and g iv e  c r e d i t  where c r e d i t  i s  due.
The per fo rm ance  a p p r a i s a l  system in use i s  to o  s u b j e c t i v e .  U n t i l  
t h e  system i s  c o r r e c t e d ,  t h e  s u p e r v i s o r s  have to o  much leeway in 
s c o r i n g  t h e  a g e n t s .  Appeals  a r e  u s u a l l y  a w as te  o f  t i m e .
County d i r e c t o r s  have s u b j e c t  m a t t e r  and a d m i n i s t r a t i v e  
r e s p o n s i b i l i t i e s .  The s u b j e c t  m a t t e r  e v a l u a t i o n  i s  t h e  m a jo r  p a r t  
o f  t h e  s c o r e  used f o r  m e r i t  pay r a i s e s  bu t  t h e  coun ty  d i r e c t o r  
does  no t  have as much t ime f o r  s u b j e c t  m a t t e r  d u t i e s  as o t h e r  
a g e n t s .
E v a l u a t i o n  Form Agents f e l t  t h a t  t h e  e v a l u a t i o n  form needed t o  
be more s p e c i f i c ,  and p ro v id e  f o r  j u s t i f y i n g  q u a l i t y  o f  work. I t  was 
n o t  a c c u r a t e  in  weigh ted  s c o r i n g ,  d id  no t  i n c lu d e  i n f o r m a t i o n  on 
t e a c h i n g  s k i l l s ,  and needs  t o  be based on t h e  county  s i t u a t i o n .  I t  was 
a l s o  i n d i c a t e d  t h a t  t h e r e  was too  much room f o r  b i a s ,  p e r s o n a l i t y
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c o n f l i c t s ,  and s u b j e c t i v e  ju dgm ents .
Some i n d i v i d u a l  o r  grouped agen t  comments i n c l u d e d :
I f  t h e  t o p  s c o r e s  a r e  u n re a c h a b le  why a r e  t h e y  on t h e  e v a l u a t i o n  
form. Someone must be doing  e v e r y t h i n g  r i g h t  in  a t  l e a s t  one 
a r e a .
An a g e n t  sh o u ld  know what i s  ex p ec ted  o f  him in  o r d e r  t o  make a 
c e r t a i n  s c o r e .  I f  52 r a d i o  programs a y e a r  i s  equal  t o  a c e r t a i n  
s c o r e  t h e n  say so .
There  a r e  to o  many "good o ld  boy" networks  and r a t i n g s .
New a g e n t s  a r e  n o t  g iven  th e  gu idance  needed t o  be p r o p e r l y  
eval  u a t e d .
An e v a l u a t i o n  form t a s k  f o r c e  shou ld  be c r e a t e d  t o  p e r i o d i c a l l y  
go o v e r  t h e  form.
Form needs  t o  be w e igh ted  and weigh ted  f a i r l y .  As much w e ig h t  i s  
g iv e n  t o  smal l  i tems  such as f a m i l i a r l y  w i th  USDA p e r s o n n e l  as  i s  
g iv e n  t o  t e a c h i n g  e f f e c t i v e n e s s .
The E v a l u a t i o n  I n t e r v i e w  Agents f e e l  t h a t  in  t h e  i n t e r v i e w  th e y  
s h ou ld  be encouraged  and no t  d i s c o u r a g e d .  I f  t h e  i n t e r v i e w  i s  hand led  
p r o p e r l y  t h e  a g e n t  can be pu t  a t  e a s e  and h e lped  t o  improve h i s / h e r  
program.  The a g e n t  shou ld  be a l lowed i n p u t  by e x p l a i n i n g  what  was 
acc om pl i she d  d u r i n g  th e  y e a r .  The i n t e r v i e w  i s  a g r e a t  o p p o r t u n i t y  f o r  
t h e  s u p e r v i s o r s  t o  p r a i s e  an agen t  and make c o n s t r u c t i v e  comments bu t  
sometimes  n e g a t i v e  comments dom ina te .  S u p e r v i s o r s  shou ld  remember t h a t  
t h e y  a r e  e v a l u a t i n g  p r o f e s s i o n a l s  and t r e a t  them as such ;  t h e  p r o c e s s  
sh o u ld  be a d i a l o g u e  between p r o f e s s i o n a l s .  The i n t e r v i e w  s h o u ld  be 
s c h e d u le d  d u r i n g  t h e  s l a c k  t ime o f  t h e  y e a r .
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S e l e c t e d  i n d i v i d u a l  comments a r e :
I f  an a g e n t  i s  go ing  t o  school  f o r  a h i g h e r  d e g r e e  t h a t  i s  work 
r e l a t e d  t h i s  sh o u ld  be c o n s i d e r e d  and t h e  p e r fo rm a n ce  in  school  
t a k e n  i n t o  a c c o u n t .
The s u p e r v i s o r  shou ld  be r e q u i r e d  t o  g iv e  d e t a i l e d  r e a s o n s  f o r  t h e  
s c o r e s .  Agent  shou ld  be a l lowed t o  o b t a i n  t h e  r e a s o n s  in  w r i t i n g  
o r  t o  t a p e  them.
The s u p e r v i s o r  shou ld  have read  t h e  a g e n t s '  r e p o r t  b e f o r e  and n o t  
d u r i n g  t h e  i n t e r v i e w ,  and shou ld  on ly  r e f e r  t o  t h e  r e p o r t  as  a 
r e f e r e n c e .
The i n t e r v i e w  and e v a l u a t i o n  p r o c e s s  shou ld  be a team e f f o r t  and 
no t  c o n t r o l l e d  by one i n d i v i d u a l .  I f  t h e  s u p e r v i s o r  i s  a fo rm er  
a g r i c u l t u r a l  agen t  and i n t e r v i e w i n g  a home econom is t  t h e n  someone 
w i th  knowledge o f  home economics shou ld  be in v o l v e d  o r  v i c e  v e r s a .  
The a g e n t  shou ld  n o t  be t o l d  t h a t  h i s  s c o r e  i s  p r e d e t e r m i n e d ,  and 
t h e  i n t e r v i e w  i s  j u s t  t o  v i s i t  and t e l l  t h e  s u p e r v i s o r  ab o u t  y ou r  
p rob lem s .
The s u p e r v i s o r  i s  a good p e r s o n ,  bu t  no one can e v a l u a t e  
a d e q u a t e l y  i f  he has no t  been in t h e  coun ty  b u t  once o r  t w i c e  in 
a y e a r .
The p r o c e s s  i s  ve ry  r e p e t i t i v e .  Areas  which need improvement seem 
t o  be mentioned  y e a r  a f t e r  y e a r  b u t  improved a r e a s  a r e  seldom 
d i s c u s s e d .
A du l t  a g e n t s  a r e  promoted t o  d i s t r i c t  d i r e c t o r s  b eca u se  t h e y  were 
a good a g e n t  and n o t  because  th e y  have t h e  n e c e s s a r y  a b i l i t y  and 
t r a i n i n g  t o  be a d i r e c t o r .  This  i s  a p p a r e n t  in  t h e  i n t e r v i e w .
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Use o f  Per formance A p p ra i s a l  Sco res  Agents  were in  d i s a g r e e m e n t  
on t h e  use  o f  a p p r a i s a l  s c o r e s .  Some f e l t  t h a t  t h e y  s h ou ld  be used f o r  
p ro m o t io n ,  i n - s e r v i c e  t r a i n i n g ,  d i s m i s s a l ,  and m e r i t  pay w h i l e  o t h e r s  
f e l t  t h e y  were to o  b i a s e d  t o  be used f o r  t h e s e  p u r p o s e s .  Agents  d id  
i n d i c a t e  t h a t  i f  t h e  s c o r i n g  was c o r r e c t l y  done ,  t h e y  s h o u ld  be u sed ,  
b u t  many a g e n t s  were unaware o f  t h e i r  u s e .  I f  a g e n t s  a r e  t o  be ranked  
f o r  w h a te v e r  r e a s o n ,  t h e n  c o r r e c t l y  a d m i n i s t e r e d  pe r fo rm a nce  a p p r a i s a l  
s c o r e s  s h ou ld  be used .
S e l e c t e d  i n d i v i d u a l  comments were:
A p p r a i s a l  s c o r e s  a r e  t o o  s u b j e c t i v e  t o  be m e a n in g f u l .  The s c o r e s  
a r e  used very  l i t t l e ,  and on ly  t o  j u s t i f y  an a d m i n i s t r a t i v e  
a c t i o n .
In many c a s e s  p rom ot ions  a r e  g ive n  by p o p u l a r i t y  w i th  t h e  
a d m i n i s t r a t i o n  and s c o r e s  a r e  no t  c o n s i d e r e d .
I f  t h e  s c o r e s  a r e  used f o r  m e r i t  pay r a i s e s  t h e  a g e n t  s h o u ld  be 
t o l d  so in  advance and how t h e  sys tem works.
The s c o r e s  shou ld  be used t o  r ank  a g e n t s  o n ly  i f  t h e  s u p e r v i s o r  
i s  t r a i n e d  in  e v a l u a t i o n  and t h e  same s t a n d a r d  i s  used  s t a t e w i d e .  
Ours a r e  n o t .
We a r e  t o l d  t h e  s c o r e s  do not  c o u n t .  I f  n o t ,  why a r e  t h e y  g iv e n .  
I p e r s o n a l l y  use  t h e  s c o r e s  t o  ju d g e  m y s e l f  f o r  improvement in 
p r o f e s s i o n a l  ism.
Not t o t a l l y  conv inced  th e  s c o r e s  a r e  used f o r  m e r i t  r a i s e s .  S ince  
we n e v e r  s ee  o r  h e a r  anyone e l s e ' s  s c o r e s  you d o n ' t  know where you 
s t a n d  and a r e  no t  100% s u re  r a i s e s  a r e  r e a l l y  m e r i t .
Who Should E v a l u a t e  I t  was g e n e r a l l y  ag ree d  by a g e n t s  t h a t  th e y
s h ou ld  be e v a l u a t e d  by t h e  d i s t r i c t  a g e n t / d i r e c t o r  and county  
c o o r d i n a t o r / d i r e c t o r ,  b u t  many f e l t  t h a t  i t  shou ld  be a team approach  
w i th  a t  l e a s t  t h r e e  e v a l u a t o r s .  The t h i r d  pe rson  shou ld  be a d i s t r i c t ,  
o r  s t a t e  s p e c i a l i s t ,  o r  a p e e r  from a d i f f e r e n t  c o u n ty .  The t h i r d  
p e r son  shou ld  be knowledgeable  in t h e  a r e a  o f  r e s p o n s i b i l i t y ,  who has 
o b s e rv e d  t h e  ag e n t  in  a c t i o n .  A s e l f  e v a l u a t i o n  p r o c e s s  as well  as 
e v a l u a t i o n  by c l i e n t e l e  were a l s o  s u g g e s te d .
S e l e c t e d  comments i n c lu d e d :
I t h i n k  t h e  county  s u p e r v i s o r  and coun ty  s t a f f  s h o u ld  p l a y  an 
i m p o r t a n t  r o l e .  A f t e r  a l l ,  who knows more about  y ou r  p e r fo rm a n ce .  
I would l i k e  f o r  t h e  county  s u p e r v i s o r  t o  do t h e  e v a l u a t i o n .  
However, i t  c r e a t e s  problems i f  t h e  r e l a t i o n s h i p  i s  n o t  good.
One p e r son  should  e v a l u a t e  everyone  i f  m e r i t  r a i s e s  a r e  t o  be 
based  on t h e  s c o r e .  I f  t h e  s c o r e s  mean n o t h i n g ,  as  now, i t  
d o e s n ' t  m a t t e r  who does t h e  e v a l u a t i o n .
No m a t t e r  who i s  chosen  t h e r e  w i l l  always be b i a s .  There w i l l  be 
some who t h i n k  you a r e  g r e a t  and some who a r e  n o t  p l e a s e d  w i th  
y o u r  pe r fo rm ance .
My o n ly  o b j e c t i o n  t o  t h e  method used i s  t h a t  t h e  s u p e r v i s o r  w i l l  
n o t  s c o r e  me h i g h e r  than  he was s c o re d .
The d i s t r i c t  d i r e c t o r  seems t o  have p r im ary  r e s p o n s i b i l i t y ,  y e t  
seldom sees  us on t h e  jo b .
How can someone e v a l u a t e  you i f  th e y  have n o t  seen you in  a c t i o n .  
Anyone can t e l l  a good s t o r y  on pape r .
R e l a t i o n s h i p  o f  t h e  Performance A p p ra i s a l  P ro c e s s  and P lan o f  Work 
Agents comments v a r i e d  on th e  p r e s e n t  r e l a t i o n s h i p  o f  per fo rm ance
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a p p r a i s a l  and t h e  p lan  o f  work. Some a g e n t s  s t a t e d  t h a t  t h e  two were 
v e ry  c l o s e l y  r e l a t e d ,  bu t  in some c a s e s  too  c l o s e l y  r e l a t e d  and d id  n o t  
a l lo w  f o r  unplanned  work.  O ther  a g e n t s  s t a t e d  t h a t  t h e  two documents
were n o t  r e l a t e d  a t  a l l .  There  was g e n e ra l  agreement t h a t  t h e  two
s h ou ld  be r e l a t e d  t o  some d e g re e .
S e l e c t e d  i n d i v i d u a l  agen t  comments were:
We have t o  be f l e x i b l e  in E x te n s io n ,  i t  shou ld  n o t  be a " r i g i d "
compari s o n .
Should be d i r e c t l y  r e l a t e d  exce p t  in unusual  c i r c u m s t a n c e s  when 
a program was d e l e t e d  o r  added.
You must have a r e l a t i o n s h i p  but  sometimes t h e  p la n  o f  work i s  to o  
h e a v i l y  w e ig h ted .
Must have one t o  have th e  o t h e r .  Must have an e v a l u a t i o n  o f  
per fo rm ance  in  o r d e r  t o  see  i f  t h e  p la n  o f  work was c a r r i e d  ou t  
and o b j e c t i v e s  met.
The two shou ld  have a c l o s e  r e l a t i o n s h i p .  At p r e s e n t  t h i s  i s  
q u e s t i o n a b l e .
Tied  to o  c l o s e l y .  We a r e  e v a l u a t e d  on a p la n  o f  work t h a t  i s  one 
and one h a l f  y e a r s  o l d .
Our pe r fo rm ance  a p p r a i s a l  i s  gu ided  by ou r  p la n  o f  work,  which I 
d id  n o t  know u n t i l  I was in  t h e  i n t e r v i e w .
T r a i n i n g  o f  t h e  I n t e r v i e w e r  Agents ag reed  t h a t  t h e  pe r so n  
c o n d u c t in g  t h e  i n t e r v i e w  and e v a l u a t i n g  them s h ou ld  be v e ry  well  
t r a i n e d .  I f  t h i s  person  has c o n t r o l  o f  t h e i r  f u t u r e  and t h e i r  paycheck  
th e y  shou ld  be t r a i n e d  in  how t o  e v a l u a t e  p e r s o n n e l .
S e l e c t e d  comments were as f o l l o w s :
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Should  have e x p l i c i t  t r a i n i n g  in per fo rmance  a p p r a i s a l  and s h ou ld  
s t r e s s  p o s i t i v e  r e s u l t s  as  well  as  a r e a s  which need improvement .  
I n t e r v i e w e r  shou ld  be t r a i n e d  in  a way t h a t  would make t h e  ag e n t  
b e ing  in t e r v i e w e d  f e e l  c o m fo r t a b le  and n o t  t h r e a t e n e d .  I f e e l  as  
though I am pu t  b e f o r e  a c o u r t ;  and I am t h e  d e f e n s e  and th e  
D i s t r i c t  Agent i s  t h e  p r o s e c u t o r ,  who has a l r e a d y  made up h i s  mind 
t h a t  I am g u i l t y .
T r a i n i n g  w i l l  h e lp  some e v a l u a t o r s ,  bu t  due t o  p e r s o n a l i t i e s  and 
a t t i t u d e s  some w i l l  neve r  be any good.
They shou ld  be t r a i n e d  to  a p p r a i s e  f a i r l y .
More emphasis  on t r a i n i n g  i n t e r v i e w e r s  to  be u n b i a s e d ,  and app ly  
t h e  same s t a n d a r d  t o  a l l  p e r sons  be ing  e v a l u a t e d  in  a s t a t e .  
Needed v e ry  b a d l y .  My s u p e r v i s o r  needs t o  l e a r n  t o  work w i th  
humans no t  j u s t  an im a l s .
L i t t l e  t r a i n i n g  has been done and no c o n s i s t e n c y  a c r o s s  t h e  s t a t e .  
From what I was t o l d  by th e  i n t e r v i e w e r ,  t h e y  had no t r a i n i n g .
I f  t h e  s c o r e s  a r e  o f  any im por tance ,  a p p r a i s a l  s h ou ld  be " th e "  j o b  
and no t  j u s t  "a" j o b .
Very im p o r t a n t .  When d i f f e r e n t  i n t e r v i e w e r s  e v a l u a t e  d i f f e r e n t  
p e o p l e ,  equal  a g e n t s  shou ld  have t h e  same s c o r e s .
Your Knowledge o f  Performance A p p ra i s a l  Scores  Agen ts  a g r e e  t h a t  
th e y  s h ou ld  be t o l d  t h e i r  s c o re s  a t  t h e  c o n c l u s i o n  o f  t h e  i n t e r v i e w  o r  
in  some c a s e s  w i t h i n  a few days a t  most .  Some a g e n t s  i n d i c a t e d  t h a t  
t h e y  d id  n o t  know t h e i r  s c o r e s  u n t i l  s i x  months a f t e r  t h e  e v a l u a t i o n .  
O th e r  s e l e c t e d  comments were:
I do no t  t h i n k  t h i s  i n f o r m a t io n  shou ld  be kep t  so s e c r e t i v e .  I
a l s o  t h i n k  t h a t  i f  one d i s t r i c t ' s  o v e r a l l  s c o r e s  a r e  low er  than  
t h e  o t h e r s ,  th e n  th e y  shou ld  be e q u a l i z e d .
I have no id e a  how I rank  a g a i n s t  o t h e r s ,  so I c a n ' t  compare 
m y s e l f .  This  i s  p ro b a b ly  f o r  t h e  b e s t ,  b u t  I am s t i l l  c u r i o u s .
I l e a r n e d  in  Feb.  o f  1991 how I was e v a l u a t e d  on what  I d id  f o r
S e p t .  1989 th ro u g h  Aug. 1990. Too much l a g  t i m e .
You shou ld  know yo u r  own s c o re  and how you r a n k  a g a i n s t  o t h e r  
a g e n t s  in  t h e  a r e a  and s t a t e .  I n d i v i d u a l  s c o r e s  s h o u ld  be kep t  
c o n f i d e n t i a l .
I would l i k e  t o  know t h e  s t a t e  a v e ra g e ,  d i s t r i c t  a v e r a g e ,  e t c .  
In o t h e r  words how do I r a t e  in compar ison  t o  my p e e r s .
Purpose  o f  t h e  A p p ra i s a l  P rocess  Agents i n d i c a t e  t h a t  t h e
p e r fo rm a n ce  a p p r a i s a l  p r o c e s s  shou ld  be used f o r  a wide r ange  o f
p u r p o s e s :  c o n s t r u c t i v e  c r i t i c i s m ,  m e r i t  r a i s e s ,  i n - s e r v i c e  t r a i n i n g ,  and 
p ro m o t io n s .  I t  g i v e s  t h e  s u p e r v i s o r  an o p p o r t u n i t y  t o  complimen t a g e n t s  
in  a r e a s  o f  e x c e l l e n c e  and p o i n t  ou t  a r e a s  t h a t  need improvement.  
S e l e c t e d  i n d i v i d u a l  comments were:
I t  s h ou ld  improve t h e  q u a l i t y  o f  t h e  a g e n t s  work by i d e n t i f y i n g  
s t r e n g t h s  and g i v i n g  p r a i s e  f o r  t h i n g s  wel l  done and p o i n t i n g  ou t  
t h i n g s  which cou ld  be improved.
An employee shou ld  f e e l  encouraged  a f t e r  an a p p r a i s a l  e v a l u a t i o n .  
I n e v e r  have .  I am u s u a l l y  very  d i s c o u r a g e d .
The p u rpose  o f  t h e  p r o c e s s  should  be t o  h e lp  a g e n t s  improve t h e  
q u a l i t y  o f  t h e i r  work and t o  see  t h e i r  a c c om pl i shm en ts .
I t  s h ou ld  be a t o o l  f o r  a g e n t s  t o  use in  making improvements in 
t h e i r  pe r fo rm a nce .
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I t h i n k  t h i s  i s  a g r e a t  way t o  f i n d  o u t  where you s t a n d  as an 
employee and what you need t o  do t o  improve y o u r s e l f .
A w as te  o f  t im e .  I t  i s  conduc ted  because  ev e ry o n e  does  i t .
I t  shou ld  o r  cou ld  be used t o  remove a g e n t s  who a r e  n o t  do ing  an 
a c c e p t a b l e  j o b  and who g iv e  e x t e n s i o n  w orkers  a poor  image.  
A f f i r m a t i v e  a c t i o n  more than  an y th in g  e l s e .
Summary o f  comments Agents g e n e r a l l y  a g re e  t h a t  t h e  pe r fo rm a nce  
a p p r a i s a l  p r o c e s s  i s  w o r th w h i le .  They f e e l  t h a t  th e y  s h ou ld  be o b s e rv ed  
by t h e  i n d i v i d u a l / s  c o n d u c t in g  th e  e v a l u a t i o n .  The form v a r i e s  from 
s t a t e  t o  s t a t e  w i th  comments v a ry in g  a c c o r d i n g l y .  The e v a l u a t i o n  
i n t e r v i e w  cou ld  and shou ld  be a very  w o r th w h i le  e x p e r i e n c e  f o r  t h e  
a g e n t .  I t  i s  f e l t  t h a t  t h e  v a lu e  o f  t h e  i n t e r v i e w  depends  a g r e a t  dea l  
on t h e  pe rson  c o n d u c t in g  th e  i n t e r v i e w .  I f  t h e  e v a l u a t i o n  i s  conduc ted  
th e n  t h e  s c o r e s  shou ld  be used .  The p r im ary  u ses  were l i s t e d .  Persons  
most o f t e n  named t o  e v a l u a t e  were t h e  coun ty  and d i s t r i c t  s u p e r v i s o r ,  
b u t  o t h e r  i n d i v i d u a l s  were named. The per fo rm ance  a p p r a i s a l  shou ld  be 
r e l a t e d  t o  t h e  p lan  o f  work o r  use a management by o b j e c t i v e s  p r o c e s s .  
In some c a s e s  t h i s  was no t  be ing  done.  The p e r s o n  c o n d u c t in g  t h e  
i n t e r v i e w  shou ld  be very  well  t r a i n e d .  Agents  want t o  know t h e i r  s c o r e s  
as  soon as  p o s s i b l e  and many would l i k e  t o  know how th e y  r a n k  w i th  o t h e r  
a g e n t s .  G e n e r a l l y  t h e  pu rpose  o f  t h e  a p p r a i s a l  p r o c e s s  was t o  improve 
t h e  q u a l i t y  o f  t h e  a g e n t s  pe r fo rm ance .
CHAPTER V
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
Summary
Background A p p r a i s i n g  t h e  per formance  o f  employees  i s  a 
n e c e s s a r y  and v i t a l  p ro c e s s  in t h e  management o f  o r g a n i z a t i o n s .  In 
t h e  C o o p e r a t i v e  Ex t ens i on  System,  a n a t i o n w i d e  p u b l i c  e d u c a t i o n a l  
sys t em,  which employees  t r a i n e d  p r o f e s s i o n a l s  t o  conduc t  non- formal  
e d u c a t i o n a l  programs f o r  a d u l t s  and youth  in a v a r i e t y  o f  s u b j e c t -  
m a t t e r ,  pe r fo rmance  a p p r a i s a l  conce rns  a l l  employees  and i n f l u e n c e s  
work,  m o t i v a t i o n ,  and u l t i m a t e l y  e d u c a t i o n a l  program i m p ac t s .  A 
m a j o r i t y  o f  t h e  C o o p e r a t i v e  Ext ens ion  S e r v i c e  work f o r c e ,  d e s i g n a t e d  
as  c oun t y  a g e n t s ,  i s  employed a t  t h e  count y  l e v e l  under  t h e  
s u p e r v i s i o n  o f  coun t y  c h a i r s  and d i s t r i c t  d i r e c t o r s .  Per fo rmance  
a p p r a i s a l  o f  t h i s  segment  o f  t h e  Co o p e r a t i v e  Ex t ens i on  S e r v i c e  i s ,  
t h e r e f o r e ,  a ve ry  i m p or t a n t  management f u n c t i o n .
Purpose  and O b j e c t i v e s  The purpose  o f  t h i s  s t u d y  was t o  
d e t e r m i n e  t h e  p e r c e p t i o n s  o f  county  a g e n t s  in s e l e c t e d  s t a t e ,  
c o o p e r a t i v e  e x t e n s i o n  s e r v i c e s  in t h e  s o u t h e r n  r e g i o n  o f  t h e  Uni t ed  
S t a t e s  c o nc e r n i n g  t h e  per formance  a p p r a i s a l  p r o c e s s .  S p e c i f i c a l l y ,  
t h e  s t u d y  f ocused  on a gen t  p e r c e p t i o n s  o f  t h e  p r o c e s s ,  as  c u r r e n t l y  
f o l l owe d  and as a d e s i r e d  i d e a l ,  t o  see  i f  t h e r e  were p e r c e p t u a l  
d i f f e r e n c e s ,  and t o  see  i f  p e r c e p t i o n s  were i n f l u e n c e d  by p e r s o na l  
c h a r a c t e r i s t i c s ,  work c h a r a c t e r i s t i c s  and f e a t u r e s  o f  t h e  p r o c e s s  
i t s e l f .
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The s p e c i f i c  o b j e c t i v e s  o f  t h e  s t udy  were:
1. Determine  coun t y  a g e n t s '  p e r c e p t i o n  o f  t h e  p r e s e n t  
pe r formance  a p p r a i s a l  p r o c e s s .
2.  Determine count y  a g e n t s '  p e r c e p t i o n  o f  t h e  i d e a l  
pe r formance  a p p r a i s a l  p r oces s
3.  Determine  t h e  d i f f e r e n c e s  in count y  a g e n t s '  p e r c e p t i o n s  o f  
t h e  p r e s e n t  and i d e a l  per formance  a p p r a i s a l  p r o c e s s  by j o b  
c l a s s i f i c a t i o n ,  s a l a r y ,  management c o u r s e s  t a k e n ,  h i g h e s t  
d e g r e e  h e l d ,  r a c e ,  age ,  g e nde r ,  pe r formance  a p p r a i s a l  i n t e r v i e w  
l o c a t i o n ,  and s u p e r v i s o r y  p o s i t i o n .
4.  Determine t h e  r e l a t i o n s h i p  between count y  a g e n t s '  
p e r c e p t i o n s  o f  t h e  p r e s e n t  and i de a l  per formance  a p p r a i s a l  
p r o c e s s  and s c o r e  on l a s t  per formance  a p p r a i s a l ,  y e a r s  in t h e  
e x t e n s i o n  s e r v i c e ,  y e a r s  in t h e i r  p r e s e n t  p o s i t i o n ,  i n t e r v i e w  
l e n g t h ,  number o f  o b s e r v a t i o n ,  and o b s e r v a t i o n  l e n g t h .
5.  Determine t h e  d i f f e r e n c e s  in count y  a g e n t s '  p e r c e p t i o n s  o f  
t h e  p r e s e n t  and i de a l  per formance  a p p r a i s a l  p r o c e s s  in s e l e c t e d  
c a t e g o r i e s  by s e l e c t e d  per formance  a p p r a i s a l  form c r i t e r i a  wi t h  
which t h e  coun t  a g e n t s  a r e  e v a l u a t e d .
6.  Determine t h e  d i f f e r e n c e s  between count y  a g e n t s '  
p e r c e p t i o n s  o f  t h e  p r e s e n t  and i de a l  per formance  a p p r a i s a l  
p r o c e s s  in s e l e c t e d  c a t e g o r i e s .
P r oc e du r e s  S t a t e  c o o p e r a t i v e  e x t e n s i o n  s e r v i c e s  p a r t i c i p a t i n g  
in t h e  s t u d y  were s e l e c t e d  on t h e  b a s i s  o f  t h e  count y  a g e n t  
pe r f o r ma nce  a p p r a i s a l  sys t em p r e s e n t l y  used by t h e  s e l e c t e d  s t a t e s .  A
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r e q u e s t  was made f o r  t h e  per formance  a p p r a i s a l  document  f rom t h e  
s t a t e s  w i t h i n  t h e  s o u t h e r n  r e g i o n .  Documents were r e c e i v e d  from 11 
o f  t h e  13 s t a t e s  wi t h  one s t a t e  r e q u e s t i n g  t h a t  i t  no t  t o  be i n c l u d ed  
in t h e  s t u d y .  The documents  o f  t h e  r ema i n i ng  t e n  were r ev i ewed  and 
seven s t a t e s  were s e l e c t e d  based on t h e  c r i t e r i o n  t h a t  t h e  
pe r f o r ma nce  a p p r a i s a l  system r e s u l t e d  in a numer i ca l  s c o r e .  A l e t t e r  
was s e n t  t o  t h e  seven s e l e c t e d  s t a t e s  r e q u e s t i n g  t h a t  t h e y  
p a r t i c i p a t e  in t h e  s t u d y .  Six s t a t e s  ag r eed  t o  t h e  r e q u e s t .  S t a t e
pe r f o r ma nce  a p p r a i s a l  documents  were f u r t h e r  r ev i ewed f o r  e v i d en ce  
o f :  a we i gh t ed  s c o r i n g  sys t em;  management by o b j e c t i v e s ;  s t a t e d  
p u r p o s e ;  and appeal  p r o c e s s .
I t  was d e t e r mi ne d  u s i ng  Co c h r an ' s  f o rmul a  (Cochran,  1977) t h a t  
a sample o f  410 a g e n t s  would be needed f o r  t h e  s t u d y .  A 
p r o p o r t i o n a t e  sample o f  602 a g e n t s  was randomly s e l e c t e d  from t h e  
p o p u l a t i o n  o f  1 ,894 a g e n t s  in t h e  s i x  s t a t e s .
The d a t a  were c o l l e c t e d  us i ng  a mai l  q u e s t i o n n a i r e ,  p r e s e n t e d  
in b o o k l e t  form,  t h a t  was v a l i d a t e d  and f i e l d  t e s t e d .  The s t a t e m e n t s  
rev i ewed  a g e n t s '  p e r c e p t i o n s  o f  t h e  p r e s e n t  and i d e a l  pe r f o r ma nce  
a p p r a i s a l  sys t em w i t h i n  h i s / h e r  r e s p e c t i v e  e x t e n s i o n  s e r v i c e .  The 
q u e s t i o n n a i r e  f o l l ow- up  p r oc e du r e  was;  two weeks a f t e r  t h e  o r i g i n a l  
mai l  o u t ,  a r emi nder  p o s t  c a r d  was s e n t  t o  n o n - r e s p o n d e n t s ;  an 
a d d i t i o n a l  q u e s t i o n n a i r e  was s e n t  t o  n o n - r e s p o n d e n t s  a f t e r  two more 
weeks .  Agents  who had no t  been e v a l u a t e d ,  r e s i g n e d ,  r e t i r e d  o r  
r e f u s e d  t o  p a r t i c i p a t e  in t h e  s t udy  were r e p l a c e d .  A f t e r  an 
a d d i t i o n a l  two-week p e r i o d ,  a second r e mi nde r  p o s t  c a r d  was s e n t .  A
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r e t u r n  r a t e  o f  93.8% was o b t a i n e d  u s i ng  t h e s e  p r o c e d u r e s .  A f o l l ow  
up phone c a l l  t o  20 randomly s e l e c t e d  a g e n t s  a s k i n g  them t o  r espond  
t o  20 randomly s e l e c t e d  s t a t e m e n t s  was made.  I t  was d e c i d e d  a p r i o r i  
t h a t  i f  t h e  phone sample d i f f e r e d  from t h e  mai l  r e s p o n s e s  on more 
t h a t  2 o f  t h e  20 s t a t e m e n t s  t h e  p o p u l a t i o n s  would be c o n s i d e r e d  
d i f f e r e n t .  The phone p o p u l a t i o n  d i f f e r e d  on s i x  s t a t e m e n t s .
F ive  hundred f i f t y  e i g h t  a g e n t s  r e sponded  t o  t h e  q u e s t i o n n a i r e  
r e q u e s t .  There  were 186 (33%) a g r i c u l t u r e  a g e n t s ,  112 (19%) home 
economics ,  67 (12) 4-H and youth  a g e n t s ,  90 (15%) a g r i c u l t u r e  and 4-H 
a g e n t s ,  73 (13%) home economics  and 4-H a g en t s  and 20 (6%) o t h e r  
a g e n t s .  The ave r a ge  work e x p e r i e n c e  was 13 y e a r s  and t h e r e  were 298 
males  and 239 f ema les  in t h e  s t udy .
Data A n a l y s i s  The d a t a  were ana l yzed  a c c o r d i n g  t o  t h e  
o b j e c t i v e s  o f  t h e  s t u d y .  S t a t emen t  means were used f o r  o b j e c t i v e s  
one and two.  A n a l y s i s  o f  v a r i a n c e  o r  t - t e s t  was used t o  d e t e r m i n e  
d i f f e r e n c e s  by i nde penden t  v a r i a b l e s  f o r  o b j e c t i v e  t h r e e  in  t h e  
o v e r a l l  p r e s e n t  and i d e a l  mean p e r c e p t i o n s .  C o r r e l a t i o n  c o e f f i c i e n t s  
were used t o  d e t e r mi n e  t h e  r e l a t i o n s h i p  between c o - v a r i a b l e s  f o r  
o b j e c t i v e  f o u r  and t h e  p r e s e n t  and i d e a l  mean.  Ca t ego r y  means o f  
a g e n t s  p r e s e n t  and i d e a l  p e r c e p t i o n s  were computed and used f o r  
o b j e c t i v e s  f i v e  and s i x .  The t - t e s t  was used t o  d e t e r m i n e  
d i f f e r e n c e s  between per formance  a p p r a i s a l  sys t em c r i t e r i a  and a g e n t s '  
p e r c e p t i o n s  o f  t h e  p r e s e n t  and ide a l  pe r fo rmance  a p p r a i s a l  sys t em by 
c a t e g o r y  means.  O b j e c t i v e  s i x  was s t u d i e d  by u s i ng  a t - t e s t  t o  
d e t e r m i n e  d i f f e r e n c e s  between c a t e g o r y  means o f  p e r c e p t i o n s  o f  t h e
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p r e s e n t  and i d e a l  pe r formance  a p p r a i s a l  sys tem.
Summary o f  F i n d i n g s  and Conc l us i ons
O b j e c t i v e  One Determine  count y  a g e n t s '  p e r c e p t i o n  o f  t h e  
p r e s e n t  pe r fo rmance  a p p r a i s a l  p ro c e s s
County a g en t s  in t h i s  s t u d y  r esponded t o  n e r v o u s n e s s  s t a t e m e n t s  
in  t h e  n e i t h e r  a g r e e  o r  d i s a g r e e  s c a l e  o r  somewhat d i s a g r e e  s c a l e  
c o n c e r n i n g  t h e i r  own n e r v o u s n e s s ,  and t h e y  d i s a g r e e d  c o n c e r n i n g  
s u p e r v i s o r  a n x i e t y .  Th i s  i s  no t  in agreement  w i t h  Kaye and S h e l l e y
(1983)  who i n d i c a t e d  t h a t  be i ng  e v a l u a t e d  r e l a t e d  t o  r e c e i v i n g  r e p o r t  
c a r d s  and would b r i n g  back t h e  same nervous  memor ies .  P o t t s  (1984)  
found t h a t  48% o f  t h e  a g e n t s  f e l t  some s t r e s s  c o n c e r n i n g  t h e  
i n t e r v i e w .  The r e s u l t s  o f  t h i s  s t u d y ,  i t  would a p p e a r ,  i n d i c a t e  a 
l a c k  o f  c once r n  f o r  a p r o c e s s  t h a t  i s  a p p a r e n t l y  so i m p o r t a n t .  In 
many c a s e s  t h i s  p r o c e s s  may d e t e r mi n e  t h e  m e r i t  r a i s e  o r  p romot ion  
t h e  a g e n t  w i l l  r e c e i v e .  I t  would appea r  t h a t  more emphases  needs  t o  
be p l a c e d  on t h e  per formance  a p p r a i s a l  p r o c e s s  by s u p e r v i s o r s ,  and 
t h e  i mpor t a nc e  o f  t h e  p r o c e s s  be f u l l y  e x p l a i n e d  t o  t h e  a g e n t s .
Agent s  ag reed  t h a t  du r in g  t h e  i n t e r v i e w ,  a r e a s  o f  t h e i r  
p e r f o r ma nc e  t h a t  were e x c e l l e n t  were p o i n t e d  o u t ,  and somewhat ag r ee d  
t h a t  t h e y  were g i ve n  s u f f i c i e n t  p r a i s e  f o r  t h i s .  They somewhat 
a g r e e d  t h a t  a r e a s  t h a t  needed improvement  were p o i n t e d  o u t  bu t  
n e i t h e r  a g r e e d  no r  d i s a g r e e d  wi th  t h e i r  be i ng  g iv e n  s t e p - b y - s t e p  
s u g g e s t i o n s  t o  improve a r e a s  o f  weakness .  S u p e r v i s o r s  s hou l d  spend 
more o f  t h e  i n t e r v i e w  and f o l l ow- up  t ime making s t e p - b y - s t e p  
s u g g e s t i o n s  t o  improve t h e  per formance  o f  a g e n t s  under  t h e i r
s u p e r v i s i o n .
Agents  n e i t h e r  ag reed  o r  d i s a g r e e d  wi t h  t h e  s t a t e m e n t  
c o n c e r n i n g  t r a i n i n g  o f  t h e  i n t e r v i e w e r / s  and improving t h e  o v e r a l l  
pe r f o r ma nce  a p p r a i s a l  p r o c e s s .  From t h i s  i t  c ou l d  be c onc l uded  t h a t  
i t  was f e l t  t h a t  t r a i n i n g  would no t  h e l p .  Thi s  cou l d  mean t h a t  
n o t h i n g  cou l d  improve t h e  p r oc e s s  o r  t h a t  t h e  i n t e r v i e w e r  was a l r e a d y  
wel l  t r a i n e d .  Ample e x p l a n a t i o n  o f  t h e  p r o c e s s  and s t a t e d  p r o c e d u r e s  
f o r  t h e  pe r fo rmance  a p p r a i s a l  p ro c e s s  and t r a i n i n g  o f  t h e  i n t e r v i e w e r  
s hou l d  improve t h e s e  p e r c e p t i o n s .
O b j e c t i v e  two Determine  coun t y  a g e n t s '  p e r c e p t i o n  o f  t h e  i d e a l
pe r formance  a p p r a i s a l  p r o c e s s .
S t a t e m e n t s  in S e c t i o n  2 o f  t h e  q u e s t i o n n a i r e  were g rouped under  
15 c a t e g o r i e s .  O b j e c t i v e  one and two c o n c e r n i n g  S e c t i o n  2 w i l l  be 
d i s c u s s e d  t o g e t h e r  by c a t e g o r y .
Ca t egory  1, S u p e r v i s o r y  O b s e r v a t i o n . Agents  i n d i c a t e d  t h a t  in 
t h e  i d e a l  pe r formance  a p p r a i s a l  p r oc e s s  s u p e r v i s o r y  o b s e r v a t i o n  was 
i m p o r t a n t .  They d e s i r e d  t o  be obse rved  f o u r  t i me s  d u r i n g  t h e  annual  
a p p r a i s a l  p e r i o d .  Thi s  i s  in agreement  wi t h  t h e  f i n d i n g s  o f  P e t e r s o n  
(1987)  who i n d i c a t e d  t h a t  a g e n t s  wanted t o  be o b s e r ve d ,  and Heckel 
(1987)  who s t a t e d  t h a t  s u p e r v i s o r s  should  spend more t i me  o b s e r v i n g  
a g e n t s .  Concerning t h e  p r e s e n t  p r o c e s s ,  t h e  n e i t h e r  a g r e e  nor  
d i s a g r e e  r e s po ns e  found in t h i s  s t u d y ,  would concur  w i t h  t h e  f i n d i n g  
o f  P o t t s  ( 1984) .  From t h i s  s t u d y ,  t h e  c o n c l u s i o n  can be drawn t h a t  
t h e  r e s p o n d e n t s  want  t o  be a p p r o p r i a t e l y  o b s e r v e d .
Cat egory  2,  What t h e  E v a l ua t i on  Form I n c o r p o r a t e s . Agent s  in 
t h i s  s t u d y  i n d i c a t e d  t h a t  t h e y  wanted a l l  o f  t h e  s t a t e m e n t s  i n c l u de d  
in  t h e  i d e a l  pe r fo rmance  a p p r a i s a l  p r o c e s s .  Johnson and C a s s e l l  
(1962)  found t h a t  o b j e c t i o n s  t o  per formance  a p p r a i s a l  may be due in 
p a r t  t o  t h e  form no t  i n c l u d i n g  a l l  i m p o r t a n t  a s p e c t s  o f  t h e  a g e n t ' s  
j o b .  Hahn, Brumback and Edwards,  (1979a)  found t h a t  t h e r e  were 14 
ma j o r  d u t i e s  t h a t  shou ld  be i nc l ude d  in t h e  form.  These were a l s o  
i n d i c a t e d  by t h e  a g e n t s  in t h i s  s t u d y .  By i n c l u d i n g  t h e  many and 
v a r i e d  j o b  r e s p o n s i b i l i t i e s  in t h e  per fo rmance  a p p r a i s a l  p r o c e s s ,  
a g e n t s  s hou l d  have a more s a t i s f a c t o r y  p e r c e p t i o n  o f  t h e  sys t em.
Ca t egory  3,  E v a l u a t i on  Form E x p l a n a t i o n . A ge n t s '  p e r c e p t i o n s  
o f  t h e  p r e s e n t  pe r formance  a p p r a i s a l  p r o c e s s  c o n ce r n i n g  be i ng  a l l owed  
t o  a sk  q u e s t i o n s  about  t h e  form was agreed  t o  by them.  Agent s  on ly  
somewhat ag r ee d  wi t h  t h e  form e x p l a n a t i o n .  There  was t o t a l  agreement  
w i t h  t h e  i d e a l  per formance  a p p r a i s a l  p r o c e s s  s t a t e m e n t s .  P o t t s  
(1984)  and Hahn, Brumback and Edwards,  (1979a)  i n d i c a t e d  t h a t  
u n d e r s t a n d i n g  o f  t h e  form and having i t  p r o p e r l y  e x p l a i n e d  was 
i m p o r t a n t  t o  agen t  a c c e p t a n c e .  I t  would a ppe a r  t h a t  t h e  pe r fo rmance  
a p p r a i s a l  p r o c e s s  cou l d  be improved by a d e q u a t e l y  e x p l a i n i n g  t h e  form 
and p r o c e s s  t o  a g e n t s .  Th i s  should  be an ongoing p r o c e s s  f o r  
p r e s e n t l y  employed a g en t s  wi t h  an annual  o r  b i - a n nu a l  r ev i e w.  Newly 
employed a g e n t s  shou ld  have t h e  per formance  a p p r a i s a l  form and 
p r o c e s s  t h o r o u g h l y  e x p l a i n e d  t o  them w i t h i n  t h e  f i r s t  s i x  months o f  
employment .
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Cat egory  4,  Ev a l u a t i on  Form S a t i s f a c t i o n . Agents  a g r e e d  t h a t  
i d e a l l y  t h e  p r o c e s s  shou ld  l e a v e  them s a t i s f i e d  wi t h  t h e  form.  
S u p e r v i s o r s  should  s t r i v e  t o  r eac h  t h i s  l e v e l  o f  s a t i s f a c t i o n  
c o n c e r n i n g  t h e  e v a l u a t i o n  form.  Agents  should  t he n  be more a t  e a s e  
w i t h  t h e  e v a l u a t i o n  p r o c e s s .  Hahn, Brumback and Edwards (1979a)  
r e p o r t e d  t h a t  a g e n t s  f e l t  t h a t  on ly  t h e  s h o r t e s t  and s i m p l e s t  
p r o c e d u r e  would be a c c e p te d  by a g e n t s .
Ca t egory  5, E v a l u a t i on  Form Outcome. Agents  ag r ee d  t h a t  t h e  
i d e a l  pe r fo rmance  a p p r a i s a l  p r oc e s s  shou ld  promote p e r s o n a l  growth 
and competence and f a c i l i t a t e  c o o p e r a t i o n  and communica t ion between 
t h e  a g en t  and t h e  s u p e r v i s o r .  P o t t s  (1984) r e p o r t e d  t h a t  t h e  p r o c e s s  
would make an e x c e l l e n t  c o u n s e l i n g  t o o l .  By d e v e l o p i n g  t h e  
p e r f o r ma nce  a p p r a i s a l  sys t em i n t o  a c o u n s e l i n g  t o o l  in  a d d i t i o n  t o  a 
s c o r e  c a r d ,  i t  i s  conc l uded  t h a t  a g e n t s  would be he l ped  t o  improve 
t h e i r  pe r fo rmance  t o  b e n e f i t  o f  t h e  e x t e n s i o n  s e r v i c e .
Ca t egory  6.  Per formance  Appr a i s a l  I n t e r v i e w  G o a l s . In t h e  
i d e a l  p r o c e s s  a g e n t s  ag r eed  t h a t  t he y  should  have t h e i r  c a r e e r  g o a l s  
d i s c u s s e d  d u r in g  t h e  i n t e r v i e w .  Thi s  i s  in agreement  w i t h  P o t t s  
( 1984 ) .  By open l y  d i s c u s s i n g  an a g e n t s '  c a r e e r  o p p o r t u n i t i e s  and 
g o a l s  d u r i n g  t h e  per fo rmance  a p p r a i s a l  i n t e r v i e w ,  on an annual  b a s i s ,  
s u p e r v i s o r s  would g i v e  a g en t s  a b e t t e r  p i c t u r e  o f  what  i s  ahead f o r  
them.  In l a t e r  y e a r s ,  a g e n t s  should  no t  f e e l  t h e y  a r e  t r a p p e d  in  a 
j o b  in which t h e y  have so many y e a r s .
Ca t egory  7,  Use o f  Per formance Appr a i s a l  S c o r e s . Agents  
n e i t h e r  a g r ee  nor  d i s a g r e e  wi th  t h e  s t a t e d  use o f  t h e  p r e s e n t
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p r o c e s s .  Agents  ag r eed  t h a t  i d e a l l y  t h e  p r o c e s s  s hou l d  be used f o r  
m e r i t  pay,  and d e t e r m i n i n g  p romot ions ,  and i n - s e r v i c e  t r a i n i n g  ne e ds .  
Th i s  i s  in  agreement  w i t h  Hahn, Brumback and Edwards (1979a)  and 
P o t t s  ( 1984) .  The c o n c l u s i o n  can be drawn t h a t  a g e n t s  d e s i r e  f o r  t h e  
pe r f o r ma nce  a p p r a i s a l  s c o r e s  t o  be used f o r  t h e  a f o r e m e n t i on e d  
p u r p o s e s .
Ca t egory  8.  Who E v a l u a t e s . In t h e  p r e s e n t  p r o c e s s  a g e n t s  
d i s a g r e e d  wi t h  coun t y  s u p e r v i s o r s  having t h e  s o l e  r e s p o n s i b i l i t y  in 
t h e  p r o c e s s ;  and c l i e n t e l e  and s t a t e  o f f i c e  s t a f f  be i ng  i n v o l v e d .
The r e s p o n d e n t s  n e i t h e r  agreed  nor  d i s a g r e e d  wi t h  t h e  d i s t r i c t  
s u p e r v i s o r  havi ng  t h e  s o l e  r e s p o n s i b i l i t y  f o r  t h e  p r o c e s s .  Thi s  i s  
in d i s a g r e e m e n t  wi t h  Heckel (1978) who i n d i c a t e d  t h a t  c l i e n t e l e  i n p u t  
in t h e  e v a l u a t i o n  may be a v a l u a b l e  a d d i t i o n a l  s o u r ce  o f  i n f o r m a t i o n .  
Vogt and Van T i l b u r g  (1989) found t h a t  a g e n t s  in Ohio f e l t  n e t h e r  
s a t i s f i e d  o r  d i s s a t i s f i e d  wi th  t h e  count y  s u p e r v i s o r y  e v a l u a t i n g  t h e  
a g e n t .  From t h e  f i n d i n g s  o f  t h i s  s t u d y ,  t h e  c o n c l u s i o n  can be drawn 
t h a t  a g e n t s  wish t o  be e v a l u a t e d  by a team o f  w e l l - t r a i n e d  
i n d i v i d u a l s .  I f  t h i s  i s  adop t ed ,  e v a l u a t i o n  s a t i s f a c t i o n  s hou l d  
i n c r e a s e .
Ca t egory  9,  R e l a t i o n s h i p  o f  Per formance  A p p r a i s a l  P r o c e s s  and 
P lan o f  Work. Agents  ag r ee d  t h a t  i d e a l l y  t h e  pe r f o r ma nce  a p p r a i s a l  
p r o c e s s  shou l d  r e l a t e  t o  t h e  annual  p l an  o f  work,  and an o b j e c t i v e  o f  
t h e  p l a n  o f  work should  be t o  improve t h e  a g e n t ' s  p e r f o r ma n c e .  Thi s  
i s  in agreement  wi t h  t h e  f i n d i n g s  o f  Heckel ( 1978) ,  Hahn, Brumback 
and Edwards ( 1979a ) ,  and P o t t s  ( 1984) .  I t  can be c onc l uded  t h a t
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a g e n t s  d e s i r e  t o  be e v a l u a t e d  u t i l i z i n g  a management by o b j e c t i v e s  
s t y l e .
Ca t egor y  10, T r a i n i n g  o f  t h e  I n t e r v i e w e r . Agent s  in t h i s  s t udy  
a g r e e d  t h a t  t h e  i n t e r v i e w e r  should  be p r o p e r l y  t r a i n e d .  Th i s  i s  in 
c o n c u r r e n c e  wi t h  t h e  f i n d i n g s  o f  Hodge t t s  ( 1987) ,  Hahn Brumback and
Edwards ( 1979a ) ,  P o t t s ,  ( 1984) ,  and Whi t e s i de  (1985) .  I t  i s
c onc l uded  t h a t  by p r o v i d i n g  a de qua t e  t r a i n i n g  and r ev i e w t o  t h e  
i n t e r v i e w e r ,  t h e  per fo rmance  a p p r a i s a l  p r o c e s s  shou ld  be enhanced ,  
and t h e  a c c e p t a b i l i t y  o f  t h e  p r o c e s s  should  i n c r e a s e .
Ca t egory  11. Knowledge o f  Per formance  A p p r a i s a l  S c o r e s . Agents  
a g r ee d  t h a t  in t h e  p r e s e n t  and i d e a l  p r o c e s s  t h e y  w e r e / s h o u l d  be t o l d  
t h e i r  s c o r e s  and should  know/wanted t o  know t h e i r  s c o r e s  a t  t h e  end
o f  t h e  i n t e r v i e w .  Thi s  a g r e e s  wi t h  t h e  f i n d i n g s  o f  Johnson and
C a s s e l l  ( 1962) ,  Hahn, Brumback,  and Edwards (1979a)  and P o t t s  ( 1984) .  
I t  can be conc l uded  t h a t  a g e n t s  want  t o  know how s u p e r v i s o r s  p e r c e i v e  
t h e i r  p e r f o r ma nce .  Thi s  w i l l  e n ab l e  them t o  know a r e a s  o f  t h e i r  
pe r f o r ma nce  t h a t  need t o  be improved and a r e a s  t h a t  t h e y  a r e  
e x c e l l i n g  i n .
Ca t egory  12. Knowledge o f  Agent  Rank. Agents  i n d i c a t e d  t h a t  in 
t h e  p r e s e n t  p r o c e s s  t h e y  were no t  informed o f  how t h e y  ranked  wi t h  
a g e n t s  in t h e i r  c oun t y ,  a r e a  o r  s t a t e .  In t h e  i d e a l  p r o c e s s ,  a g en t s  
n e i t h e r  a g r e e d  nor  d i s a g r e e d  wi t h  t h e  s t a t e m e n t  c o n c e r n i n g  knowledge 
o f  r ank  wi t h  c o -worke r s  in  t h e  coun t y  o r  a r e a .  They somewhat ag reed  
wi t h  t h e  s t a t e m e n t  c o n c e r n i n g  knowledge o f  r ank  wi t h  c o - wo r ke r s  in 
t h e  s t a t e .  Hahn, Brumback and Edwards (1979a)  i n d i c a t e  t h a t  a g e n t s
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s hou l d  be informed o f  t h e i r  s c o r e  in compar i son wi t h  o t h e r  a g e n t s .
I t  can be con c l ud e d ,  t h a t  knowledge o f  r ank  i s  i n f o r m a t i o n  t h a t  
a g e n t s  d e s i r e ,  which should  be p r ov i ded  t o  them.
Ca t ego r y  13. Purpose  o f  t h e  Per formance  A p pr a i s a l  P r o c e s s . 
Agent s  a g r e e d  t h a t  t h e y  do and should  t a k e  t h e  p r o c e s s  and s c o r e  
s e r i o u s l y .  Concern ing  t h e  i dea l  per formance  a p p r a i s a l  p r o c e s s ,  
a g e n t s  a g r e e d  t h a t  t h e  purpos e  o f  t h e  p ro ce s s  shou l d  be t o  make them 
a more e f f e c t i v e  a g e n t ,  e v a l u a t e  t h e  q u a l i t y  o f  t h e i r  work,  and t h e i r  
a b i l i t y  t o  pe r fo rm t h e  j o b ,  and r e c e i v e  per formance  a p p r a i s a l  
f e e d b a c k .  They d i s a g r e e d  t h a t  in t h e  i de a l  p r o c e s s  t h e  pu rpos e  
s hou l d  be t o  c r i t i c i z e  t h e i r  pe r formance .  These f i n d i n g s  a r e  in 
agr eement  w i t h  t h e  f i n d i n g s  o f  Johnson and C a s s e l l  ( 1962) ,  Hahn, 
Brumback and Edwards ( 1979a) ,  P o t t s  (1984) and Beaty (1983) .  The 
c o n c l u s i o n  can be drawn t h a t  a gen t s  f e e l  t h e  o v e r a l l  pu r pos e  o f  t h e  
p e r f o r ma nce  a p p r a i s a l  p r o c e s s  should  be t o  improve t h e i r  j o b  
p e r f o r ma nc e .
Ca t egory  14,  What Agents  a r e  Eva l ua t e d  o n . Agents  a g r e e d  wi t h  
t h e  s t a t e m e n t s  in t h i s  c a t e g o r y  in t h e  i d e a l  p r o c e s s ,  namely t h e  
d e s i r e  t o  be e v a l u a t e d  on w r i t t e n  m a t e r i a l ,  t e a c h i n g  a b i l i t y  and 
p e r fo r ma n c e ,  and a d v i s o r y  commit tee e f f e c t i v e n e s s .  Th i s  a g r e e s  wi t h  
t h e  work o f  Hahn, Brumback and Edwards (1979a)  in t h e i r  deve l opment  
o f  a pe r f o r ma nce  a p p r a i s a l  syst em f o r  t h e  e x t e n s i o n  s e r v i c e .  I t  i s  
c onc l uded  t h a t  t h e  per fo rmance  a p p r a i s a l  p r o c e s s  shou ld  i n c l u d e  
e v a l u a t i o n  o f  t h e s e  a s p e c t s  o f  t h e  a g e n t s '  j o b .
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Cat egory  15,  Per formance  Appr a i s a l  Score  R e c o u r s e . Agents  
ag r ee d  t h a t  in t h e  i de a l  per fo rmance  a p p r a i s a l  p r o c e s s  t h e y  should  
have some e s t a b l i s h e d  method o f  r e c o u r s e  i f  t h e  s u p e r v i s o r  and t h e y  
d i s a g r e e  on t h e  per formance  a p p r a i s a l  s c o r e .  No r e f e r e n c e  was found 
in  t h e  l i t e r a t u r e  t o  s c o r e  r e c o u r s e .  However,  i t  seems r e a s o n a b l e  
t h a t  in a w e l l - d e v e l o p e d  and e xe c u t e d  pe r fo rmance  a p p r a i s a l  sys t em 
t h e r e  would be some avenue f o r  agen t  a p p e a l .
Agent s  were e ven l y  d i v i d e d  on t h e  p e r c e p t i o n  o f  team 
e v a l u a t i o n ,  271 d e s i r i n g  and 271 no t  d e s i r i n g  a team e v a l u a t i o n .  The 
l i t e r a t u r e  i n d i c a t e s  t h a t  team e v a l u a t i o n  i s  one o f  t h e  more 
a c c e p t a b l e  forms o f  e v a l u a t i o n  i f  b i a s  i s  t o  be c o m p l e t e l y  removed.
Agent s  most  o f t e n  l i s t e d  uses  f o r  pe r fo rmance  a p p r a i s a l  t o  
i n c l u d e  p r omot i on ,  r a i s e s ,  t r a i n i n g ,  programming and improving 
p e r fo r ma n c e .  These f i n d i n g s  a r e  in keeping wi t h  t h o s e  o f  Hahn, 
Brumback,  and Edwards (1979a) ,  P o t t s  ( 1984) ,  Johnson and C a s s e l l  
(1962)  and Beaty (1983) .
From o b j e c t i v e  one and two,  t h e  c o n c l u s i o n  i s  drawn t h a t  
d i f f e r e n c e s  e x i s t  between a g e n t s '  p e r c e p t i o n s  o f  t h e  p r e s e n t  sys t em 
as  compared wi t h  an i d e a l  sys t em.  S p e c i f i c a l l y  i t  would a p p e a r  t h a t  
t h e  sys t em would be improved i f :  (a)  t h e r e  i s  i n c r e a s e d  o b s e r v a t i o n  
by s u p e r v i s o r s  o f  a g e n t s  pe r fo rmi ng  t h e i r  d u t i e s  as an e x t e n s i o n  
a g e n t ;  (b)  a g e n t s  a r e  e v a l u a t e d  on a wide r ange  o f  d u t i e s  u s i n g  a 
s a t i s f a c t o r y  e v a l u a t i o n  form t h a t  i s  r ev iewed e ve r y  o t h e r  y e a r ;  (c)  
e v a l u a t i o n  i s  c o n s i d e r e d  as a p r oc e s s  t h a t  ( i )  promotes  p e r s o n a l  
growth and competence and f a c i l i t a t e d  c o o p e r a t i o n  and communica t ion
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between t h e  a g e n t  and t h e  s u p e r v i s o r ;  ( i i )  i n c l u d ed  a s t a t e d  use  o f  
m e r i t  pay ,  and d e t e r m i n i n g  promot ions ;  ( i i i )  i s  r e l a t e d  t o  t h e  p l an  
o f  work and i n c o r p o r a t e s  management by o b j e c t i v e s ;  ( i v )  i s  conduc t ed  
by a wel l  t r a i n e d  and a n n u a l l y  r e t r a i n e d  s u p e r v i s o r ;  (v)  p r o v i d e s  
f ee d b a c k ;  and ( v i )  has an e s t a b l i s h e d  method o f  r e c o u r s e .
Per fo rmance  a p p r a i s a l  sys t ems  t h a t  i n c l u d e  t h e s e  t h i n g s  a r e  wel l  
s u p p o r t e d  in t h e  l i t e r a t u r e .
O b j e c t i v e  Three  Determine t h e  d i f f e r e n c e  in coun t y  a g e n t s '  
p e r c e p t i o n s  o f  t h e  p r e s e n t  and i de a l  per formance  a p p r a i s a l  
p r o c e s s  by j o b  c l a s s i f i c a t i o n ,  s a l a r y ,  management c o u r s e s  
t a k e n ,  h i g h e s t  d e g r ee  h e l d ,  r a c e ,  age ,  g en d e r ,  pe r f o r ma nce  
a p p r a i s a l  i n t e r v i e w  l o c a t i o n ,  and s u p e r v i s o r y  p o s i t i o n s .
A h i g h l y  s i g n i f i c a n t  d i f f e r e n c e  was found in a g e n t s '  
p e r c e p t i o n s  o f  t h e  p r e s e n t  per formance  a p p r a i s a l  sys t em by j o b  
c l a s s i f i c a t i o n .  Tukey ' s  m u l t i p l e  r ange  t e s t  i d e n t i f i e d  s i g n i f i c a n t  
d i f f e r e n c e s  between a g e n t s  doing s t r i c t l y  a d u l t  work ( a g r i c u l t u r e  and 
home economics  a g e n t s )  and 4-H and youth  a g e n t s  a t  t h e  .05 l e v e l .
The d i f f e r e n c e  cou l d  be e x p l a i n e d  on t h e  grounds  t h a t  4-H and you t h  
a g e n t s  a r e  younger  and have l e s s  e x p e r i e n c e  in e x t e n s i o n  work t h e n  
a g e n t s  do ing  a d u l t  work and,  t h e r e f o r e ,  have l e s s  e x p e r i e n c e  w i t h  and 
u n d e r s t a n d i n g  o f  t h e  pe r formance  a p p r a i s a l  sys t em,  which c ou l d  l e a d  
t o  l e s s  f a v o r a b l e  p e r c e p t i o n s  o f  t h e  p r e s e n t  a p p r a i s a l  s ys t em.  I t  
would a p p e a r  t h a t  s u p e r v i s o r s  should  spend more t i me  wi t h  4-H and 
y ou t h  a g e n t s  e x p l a i n i n g  t h e  per formance  a p p r a i s a l  sys t em.  P a t t e r s o n
(1984)  r e p o r t e d  a s i g n i f i c a n t  d i f f e r e n c e  in pe r fo rmance  a p p r a i s a l
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s c o r e s  by age and j o b  c l a s s i f i c a t i o n  an 4-H and you t h  a g e n t s  had one 
o f  t h e  l o w e s t  pe r formance  a p p r a i s a l  s c o r e s .  I f  4-H and you t h  a g e n t s  
in t h e  p r e s e n t  s t u d y  a l s o  have lower  s c o r e s ,  t h e  same e x p l a n a t i o n  
c ou l d  hold  t r u e .  Younger a g e n t s  cou l d  p e r c e i v e  t o  work l o n g e r  h o u r s ,  
r e c e i v e  l e s s  pay,  and s c o r e  lower  in t h e  pe r fo rmance  a p p r a i s a l  
p r o c e s s  and t h e r e f o r e  may have a p oo r e r  p e r c e p t i o n  o f  t h e  p r e s e n t  
sys t em.
A s i g n i f i c a n t  d i f f e r e n c e  a t  t h e  .05 l e v e l  was a l s o  found 
between a g r i c u l t u r e  a g e n t s  and o t h e r  a g e n t s .  Th i s  d i f f e r e n c e  cou l d  
a l s o  be due t o  a l a c k  o f  u n de r s t a n d i n g  o f  t h e  sys t em and may r e q u i r e  
more e x p l a n a t i o n  o f  t h e  sys tem by s u p e r v i s o r y  p e r s o n n e l .
No d i f f e r e n c e s  were d e t e c t e d  by j o b  c l a s s i f i c a t i o n  f o r  a g e n t s '  
i d e a l  p e r c e p t i o n s  o f  t h e  per formance  a p p r a i s a l  sys t em.  Al l  t h e  
a g e n t s  in t h i s  s t u d y  a ppe a r  t o  d e s i r e  t h e  same p e r f o r ma nce  a p p r a i s a l  
sys t em.
When s a l a r y ,  management c o u r s e s  t a k e n ,  h i g h e s t  d e g r e e  h e l d ,  
r a c e ,  age ,  and g en d e r ,  were compared t o  p r e s e n t  and i d e a l  p e r c e p t i o n s  
o f  t h e  pe r formance  a p p r a i s a l  sys t em no d i f f e r e n c e s  were found.  
P a t t e r s o n  (1984) found t h a t  age a f f e c t e d  pe r fo rmance  a p p r a i s a l  
s c o r e s .  However t h i s  e f f e c t  does  no t  appea r  t o  e x t end  t o  a g e n t  
p e r c e p t i o n s .  Wolford (1986)  r e p o r t e d  t h a t  t h e r e  was a d i f f e r e n c e  in 
s c o r e s  by r a c e ,  bu t  a g a i n ,  t h i s  e f f e c t  does  no t  e x h i b i t  i t s e l f  in 
pe r f o r ma nce  a p p r a i s a l  p e r c e p t i o n s  in t h e  p r e s e n t  s t u d y .  Agent s  in 
t h i s  s t u d y  d i d  no t  d i f f e r  in t h e  m a j o r i t y  o f  t h e  demographics  
s t u d i e d .
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A d i f f e r e n c e  was d e t e c t e d  c onc e r n i ng  t h e  p h y s i c a l  s e t t i n g  o f
where  a g e n t s  were e v a l u a t e d .  Agents  be ing e v a l u a t e d  a t  t h e
a r e a / d i s t r i c t  o f f i c e  had a h i g h e r  deg r ee  o f  a c c e p t a n c e  o f  t h e  p r e s e n t  
p e r c e p t i o n  s t a t e m e n t s  t h e n  t h o s e  e v a l u a t e d  in t h e i r  c o u n t y / p a r i s h  
o f f i c e .  Th i s  d i f f e r e n c e  does  not  seem r e a s o n a b l e .  I t  would a p p e a r  
t h a t  i f  an a g e n t  had t o  t r a v e l  t o  t h e  i n t e r v i e w  h i s  t h e  o p p o s i t e  
would be t r u e .  I t  i s  p o s s i b l e  t h a t  t h e  d i f f e r e n c e  i s  due t o  t h e  
h a n d l i n g  o f  t h e  p r o c e s s  by t h e  i n d i v i d u a l s  c o n d u c t i n g  t h e  i n t e r v i e w  
and e v a l u a t i o n  r a t h e r  t h a n  due t o  l o c a t i o n .
Agent s  in t h i s  s t u d y  who s e r ved  in a s u p e r v i s o r y  p o s i t i o n  a t
t h e  c o u n t y / p a r i s h  l e v e l  had a h i g h e r  deg r ee  o f  agreement  w i t h  t h e  
s t a t e m e n t s  o f  t h e  p r e s e n t  per fo rmance  a p p r a i s a l  p r o c e s s  t h e n  d i d  
a g e n t s  w i t h  no s u p e r v i s o r y  r e s p o n s i b i l i t y .  These f i n d i n g s  a g r e e  wi t h  
t h o s e  o f  Hahn, Brumback and Edwards (1979a) .  The d i f f e r e n c e  c o u l d  be 
due t o  a g r e a t e r  de g r ee  o f  u n d e r s t a n d i n g  o f  t h e  sys t em by s u p e r v i s o r s  
a n d / o r  b e t t e r  t r e a t m e n t  o f  s u p e r v i s o r y  a g e n t s  in t h e  pe r f o r ma nce  
a p p r a i s a l  p r o c e s s .  I t  would seem t h a t  i f  a l l  a g e n t s  in t h e  s t u d y  had 
t h e  same d e g r e e  o f  expos u r e  t o  t h e  per formance  a p p r a i s a l  sys t em t h i s  
d i f f e r e n c e  would no t  e x i s t .
Ob. i ec t i ve  Four  Determine  t h e  r e l a t i o n s h i p  between coun t y  
a g e n t s '  p e r c e p t i o n s  o f  t h e  p r e s e n t  and i d e a l  pe r f o r ma nce  
a p p r a i s a l  p r o c e s s  and s co r e  on l a s t  pe r formance  a p p r a i s a l ,  
y e a r s  in t h e  e x t e n s i o n  s e r v i c e ,  y e a r s  in t h e i r  p r e s e n t  
p o s i t i o n ,  i n t e r v i e w  l e n g t h ,  number o f  pe r fo rmance  o b s e r v a t i o n ,  
and o b s e r v a t i o n  l e n g t h .
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A h i g h l y  s i g n i f i c a n t  n e g a t i v e  c o r r e l a t i o n  was found between 
i n t e r v i e w  l e n g t h  and a g e n t s '  p e r c e p t i o n s  o f  t h e  p r e s e n t  p r o c e s s  and 
number o f  o b s e r v a t i o n s  and a g e n t s '  p e r c e p t i o n s  o f  t h e  p r e s e n t  
p r o c e s s .  Ob se r v a t i o n  l e n g t h  was a l s o  found t o  be n e g a t i v e l y  
c o r r e l a t e d  in t h e  i d e a l  p r o c e s s .  Thi s  would i n d i c a t e  t h a t  t h e  a g e n t s  
in  t h i s  s t u d y  were more s a t i s f i e d  wi th  t h e  p r e s e n t  sys t em as  t h e  
l e n g t h  o f  t h e  i n t e r v i e w  and as number o f  o b s e r v a t i o n s  i n c r e a s e d .
Th i s  c ou l d  be due t o  a b e t t e r  u n de r s t a n d i n g  o f  t h e  sys t em by a g e n t s  
w i t h  l o n g e r  i n t e r v i e w s  and more o b s e r v a t i o n s .  I t  would seem t h a t  a 
b e t t e r  e x p l a n a t i o n  o f  t h e  sys tem and c l o s e r  working r e l a t i o n s  between 
t h e  a g e n t  and h i s  s u p e r v i s o r  would e l i m i n a t e  t h i s  r e l a t i o n s h i p .  I t
i s  c onc l uded  t h a t  a g e n t s  d e s i r e  t o  be more e x t e n s i v e l y  and f r e q u e n t l y  
o b s e r v e d .
A s i g n i f i c a n t  p o s i t i v e  c o r r e l a t i o n  was d e t e c t e d  between 
pe r f o r ma nce  a p p r a i s a l  s c o r e  and i de a l  p e r c e p t i o n  o f  t h e  pe r fo rmance  
a p p r a i s a l  s c o r e .  Th i s  would i n d i c a t e  t h a t  as  t h e  s c o r e  i n c r e a s e d  f o r  
t h e  r e s p o n d e n t s  in t h i s  s t u d y ,  t h e  a g e n t s '  agreement  l e v e l  wi t h  
s t a t e m e n t s  went  down. I t  cou l d  be conc l uded  t h a t  a g e n t s  w i t h  a 
h i g h e r  s c o r e  a r e  l e s s  i n t e r e s t e d  in changi ng  t h e  sys t em a n d / o r  more 
s a t i s f i e d  wi t h  t h e  p r e s e n t  sys t em,  wh i l e  a g en t s  wi t h  a l ower  s c o r e  
would l i k e  t o  see  changes .
O b j e c t i v e  f i v e  Determine t h e  d i f f e r e n c e s  in coun t y  a g e n t s '  
p e r c e p t i o n s  o f  t h e  p r e s e n t  and i d e a l  pe r fo rmance  a p p r a i s a l  
p r o c e s s  in s e l e c t e d  c a t e g o r i e s  by s e l e c t e d  pe r formance  
a p p r a i s a l  form c r i t e r i a  wi th  which t h e  count y  a g en t  a r e
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e v a l u a t e d .
Four  pe r fo rmance  a p p r a i s a l  c r i t e r i a  were i d e n t i f i e d  and 
compared t o  t h e  15 p r e s e n t  and i d e a l  p e r c e p t i o n  c a t e g o r i e s  u s i n g  a t -  
t e s t .  The pe r fo rmance  a p p r a i s a l  c r i t e r i a  were:  we i gh t ed  s c o r i n g  
p r o c e d u r e ,  management by o b j e c t i v e ,  s t a t e d  use o f  t h e  sys t em and an 
appea l  p r o c e s s  o r  t h e  l a c k  o f  t h e s e  f o u r  c r i t e r i a .
Weighted s c o r i n g  use  Weighted s c o r i n g  use  had a s i g n i f i c a n t  
e f f e c t  on a g e n t s  p e r c e p t i o n s '  o f  t h e  p r e s e n t  pe r formance  a p p r a i s a l  
sys t em in  7 o f  t h e  15 c a t e g o r i e s .  Agents  who were e v a l u a t e d  u s i n g  a 
we i g h t ed  s c o r i n g  sys t em had a more a c c e p t a b l e  p e r c e p t i o n  o f  t h e  
p r e s e n t  e v a l u a t i o n  sys t em t ha n  a g e n t s  who d i d  no t  have a we i gh t ed  
sys t em.  The l a r g e s t  p a r t  o f  t h i s  d i f f e r e n c e  i s  due t o  t h e  
p e r f o r ma nce  a p p r a i s a l  sys t em i t s e l f .  However,  a smal l  amount o f  t h e  
d i f f e r e n c e  may be due t o  t h e  a t t e n t i o n  pa i d  t o  t h e s e  c a t e g o r i e s  by 
t h e  i n d i v i d u a l s  conduc i ng  t h e  e v a l u a t i o n .  Thi s  cou l d  l e a d  t o  a g en t s  
hav i ng  a more s a t i s f a c t o r y  p r e s e n t  p e r c e p t i o n  o f  t h e  s ys t em.  These 
d i f f e r e n c e s  a r e  in agreement  wi th  t h e  f i n d i n g s  and r ecommendat ions  o f  
Hahn, Brumback and Edwards,  (1979a)  t o  use a we igh t ed  s c o r i n g  sys t em 
in t h e  C o op e r a t i ve  Ex t ens i on  S e r v i c e  System.  Idea l  p e r c e p t i o n s  o f  
a g e n t s  d i f f e r e d  by s c o r i n g  system in 3 o f  t h e  15 c a t e g o r i e s .  In each 
o f  t h e  c a s e s  where d i f f e r e n c e s  were d e t e c t e d ,  a g e n t s  be i ng  e v a l u a t e d  
wi t h  t h e  non-we i gh t ed  sys t em were in g r e a t e r  agreement  w i t h  t h e  i d e a l  
s t a t e m e n t s .  Thi s  would i n d i c a t e  t h a t  a gen t s  d e s i r e d  a more 
a c c e p t a b l e  sys t em in t h e s e  t h r e e  c a t e g o r i e s .  From t h e s e  f i n d i n g s  t h e  
c o n c l u s i o n  can be drawn t h a t  a g e n t s  in t h i s  s t udy  d e s i r e  t o  be
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e v a l u a t e d  wi t h  a sys t em t h a t  i n c o r p o r a t e s  a we i gh t ed  s c o r i n g  sys t em.
Management bv o b j e c t i v e s  Agen t s '  p e r c e p t i o n s  o f  t h e  p r e s e n t  
pe r f o r ma nce  a p p r a i s a l  sys tem d i f f e r e d  in 5 o f  t h e  15 c a t e g o r i e s  when 
management  by o b j e c t i v e s  a p p r a i s a l  sys tems were compared t o  t h o s e  not  
havi ng  management by o b j e c t i v e s  sys t ems .  Agents  be i ng  e v a l u a t e d  in a 
sys t em t h a t  i n c l u de d  a t  l e a s t  some management by o b j e c t i v e  p r i n c i p l e s  
p e r c e i v e d  a h i g h e r  d e g r ee  o f  a c c ep t a n c e  f o r  t h e  p r e s e n t  e v a l u a t i o n  
sys t em e x c e p t  f o r  t h e  a r e a  o f  knowledge o f  pe r fo rmance  a p p r a i s a l  
s c o r e s .  The d i f f e r e n c e s  in f a v o r  o f  t h e  management by o b j e c t i v e s  
sys t em would i n d i c a t e  t h a t  t h e  a gen t s  p e r c e i v e  i t  t o  be a b e t t e r  
sys t em o r  a sys t em t h a t  i s  g i ve n  more a t t e n t i o n  by t h o s e  c o n du c t i ng  
i t .  Th i s  would ag r ee  wi t h  t h e  f i n d i n g s  o f  Hodge t t s  (1987)  and Hahn, 
Brumback and Edwards ( 1979a ) .  I t  would appea r  t h a t  a g e n t s  be ing  
e v a l u a t e d  wi t h  a management by o b j e c t i v e s  t ype  a r e  no t  as s a t i s f i e d  
in t h e  a r e a  o f  knowledge o f  per formance  a p p r a i s a l  s c o r e s  as  a r e  t h e  
r e s t  o f  t h e  a g e n t s  in t h i s  s t udy .
The i d e a l  p e r c e p t i o n s  d i f f e r e d  in 2 o f  t h e  15 c a t e g o r i e s .
As wi t h  p r e s e n t  p e r c e p t i o n ,  a gen t s  being e v a l u a t e d  w i t h o u t  t h e  
management by o b j e c t i v e s  system had a h i g h e r  d e g r ee  o f  i d e a l  
a c c e p t a n c e  f o r  knowledge o f  per formance  a p p r a i s a l  s c o r e s .  Agents  
be i ng  e v a l u a t e d  by t h e  management by o b j e c t i v e s  sys t em had a h i g h e r  
d e g r e e  o f  i de a l  a c c e p t a n c e  o f  knowledge o f  r ank  wi t h  o t h e r  a g e n t s .
The a g e n t s  in t h i s  s t u d y  f e l t  t h a t  t he y  wanted a more a c c e p t a b l e  
sys t em and were more open t o  knowing how t h e y  ranked  wi t h  o t h e r  
a g e n t s .  The c o n c l u s i o n  can be drawn t h a t  a g en t s  d e s i r e  t o  be
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e v a l u a t e d  wi t h  a sys t em t h a t  i n c o r p o r a t e s  management by o b j e c t i v e s .
I n d i c a t e d  use  o f  t h e  s y s t e m . The p e r c e p t i o n  o f  t h e  p r e s e n t  
pe r f o r ma nce  a p p r a i s a l  sys t em d i f f e r e d  f o r  s t a t e d  use in seven 
c a t e g o r i e s .  Agents  wi th  a s t a t e d  use o f  t h e  sys t em had a b e t t e r  
p e r c e p t i o n  o f  t h e  system in t h e  a r e a s  o f  s u p e r v i s o r y  o b s e r v a t i o n ,  
e v a l u a t i o n  form e x p l a n a t i o n ,  per formance  a p p r a i s a l  i n t e r v i e w  g o a l s ,  
t r a i n i n g  o f  t h e  i n t e r v i e w e r ,  purpose  o f  t h e  a p p r a i s a l  p r o c e s s  and 
a p p r a i s a l  s c o r e  r e c o u r s e .  Thi s  i n d i c a t e s  t h a t  a s t a t e d  use  was a 
p r e f e r r e d  p r oc e d u re  o r  was g iven  more p o s i t i v e  a t t e n t i o n  by t h o s e  
c o nd u c t i n g  t h e  sys t em.  Agents  w i t h o u t  a s t a t e d  use  o f  t h e  sys t em 
were in g r e a t e r  agreement  wi th  t h e  s t a t e m e n t s  c o n c e r n i n g  who 
e v a l u a t e s  t h a n  t h e  a g en t s  in t h e  s t a t e d  use g roup .  Agent s  in t h e  
s t a t e d  use  group i n d i c a t e d  t h a t  c a r e e r  g o a l s  were d i s c u s s e d  more 
f r e e l y  t h e n  d i d  a g en t s  in t h e  n o n - s t a t e d  use group o f  t h e  s t u d y .
Th i s  i n d i c a t e s  t h a t  t h e  a g e n t s  in t h e  s t a t e d  use group f e l t  more 
c o m f o r t a b l e  wi th  c a r e e r  g o a l s  and t h o s e  d i s c u s s i n g  them and were more 
s a t i s f i e d  wi t h  t h e  sys t em.
There  was a s i g n i f i c a n t  d i f f e r e n c e  in f o u r  o f  t h e  15 c a t e g o r i e s  
o f  a g e n t s  p e r c e p t i o n s  o f  t h e  i d e a l  pe r formance  a p p r a i s a l  sys t em by 
s t a t e d  us e .  Agents  be ing e v a l u a t e d  under  a sys t em wi t h  a s t a t e d  use 
found t h e  pe r fo rmance  a p p r a i s a l  i n t e r v i e w  g o a l s  more a c c e p t a b l e .
Agents  w i t h o u t  a s t a t e d  use  found s u p e r v i s o r y  o b s e r v a t i o n ,  who 
e v a l u a t e s  and knowledge o f  agen t  rank  c a t e g o r y  more a c c e p t a b l e .  From 
t h e  f i n d i n g s  o f  t h i s  s t udy  t h e  c o n c l u s i o n  can be drawn t h a t  a g e n t s  
d e s i r e  t o  be e v a l u a t e d  wi t h  a sys tem t h a t  has a s t a t e d  us e .
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Appeal  P r o c e s s . Agents  wi th  an appeal  p ro c e s s  in t h e  
pe r f o r ma nce  a p p r a i s a l  sys t em d i f f e r e d  from t h o s e  w i t h o u t  one in s i x  
o f  t h e  15 c a t e g o r i e s  c o n c e r n i n g  a gen t s  p e r c e p t i o n s  o f  t h e  p r e s e n t  
pe r f o r ma nce  a p p r a i s a l  sys t em.  Agents  wi t h  an appeal  p r o c e s s  
i n d i c a t e d  t h a t  t h e y  ag reed  wi th  t h e  s t a t e m e n t s  c o nc e r n i n g  e v a l u a t i o n  
form e x p l a n a t i o n ,  d i s c u s s i o n  o f  c a r e e r  g o a l s  d u r i n g  t h e  i n t e r v i e w ,  
t r a i n i n g  o f  t h e  i n t e r v i e w e r ,  knowledge o f  a gen t  r ank ,  what  a g e n t s  a r e  
e v a l u a t e d  on,  and s c o r e  r e c o u r s e .  A h i g h e r  de g r e e  o f  a c c e p t a n c e  o f  
t h e  i d e a l  p ro c e s s  s t a t e m e n t s  was found in t h e  appeal  p r o c e s s  group in 
t h e  c a t e g o r i e s  o f  t r a i n i n g  o f  t h e  i n t e r v i e w e r ,  and knowledge o f  a gen t  
r a n k  and l e s s  a c c e p ta n c e  in t he  c a t e g o r y  c o n c e r n i n g  who e v a l u a t e d  t h e  
a g e n t s .  Having a s t a t e d  appeal  p r o c e s s  appea red  t o  g i v e  a g e n t s  a 
h i g h e r  de g r e e  o f  a c c e p t a n c e  o f  t h e  p r e s e n t  and i d e a l  pe r f o r ma nce  
a p p r a i s a l  s ys t ems .  The.knowledge t h a t  one has t h i s  avenue a v a i l a b l e  
seems t o  i n c r e a s e  t h e  de g r e e  o f  a c c e p t a n c e  o f  t h e  p r o c e s s .  I t  i s  
c o nc l uded  from t h e s e  f i n d i n g s  t h a t  a g e n t s  d e s i r e  t o  be e v a l u a t e d  wi t h  
a sys t em t h a t  has a b u i l t - i n  appeal  p r o c e s s .
From t h e  f i n d i n g s  r e l a t e d  t o  o b j e c t i v e  f i v e  i t  can be c onc l uded  
t h a t  a l l  f o u r  c r i t e r i a  would be advan t ageous  t o  i n c l u d e  in t h e  
pe r f o r ma nce  a p p r a i s a l  p r o c e s s .  The l i t e r a t u r e  a g r e e s  w i t h  t h e s e  
f i n d i n g s  wi th  r e g a r d  t o  t h r e e  c r i t e r i a ,  namely we i gh t ed  s c o r i n g ,  
management by o b j e c t i v e s ,  and a s t a t e d  us e .  I t  would seem t h a t  a
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s t a t e d  appea l  p r o c e s s  would a l s o  be a u s e f u l  c r i t e r i a  in a w e l l -  
d e ve l oped  and e xe c u t e d  per formance  a p p r a i s a l  sys t em.
O b j e c t i v e  Six Determine t h e  d i f f e r e n c e s  between coun t y  a g e n t s '  
p e r c e p t i o n s  o f  t h e  p r e s e n t  and i d e a l  pe r fo rmance  a p p r a i s a l  
p r o c e s s  in s e l e c t e d  c a t e g o r i e s .
Al l  15 c a t e g o r y  compar i sons  between p r e s e n t  and i d e a l  
pe r f o r ma nce  a p p r a i s a l  p e r c e p t i o n s  were found t o  be s i g n i f i c a n t .  In 
14 c a t e g o r i e s ,  a g e n t s  ag r eed  more wi t h  what  s hou l d  be done as  an 
i d e a l  p r o c e s s  t ha n  how i t  was p r e s e n t l y  be ing done.  Thi s  i m p l i e s  
t h a t  a g e n t s  would l i k e  t o  see  changes  made in t h e  p r e s e n t  pe r f o r ma nce  
a p p r a i s a l  p r o c e s s .  The on l y  c a t e g o r y  in wi t h  t h e y  ag r ee d  t h a t  t h e  
p r e s e n t  s i t u a t i o n  was a p p r o p r i a t e  was knowledge o f  pe r fo rmance  
a p p r a i s a l  s c o r e s .
Based on t h e  s t udy  f i n d i n g s ,  t h e  f o l l o w i n g  g e n e r a l  c o n c l u s i o n s  
a r e  drawn:
1. The c u r r e n t  per fo rmance  a p p r a i s a l  p r o c e s s  f o r  coun t y  a g e n t s  
in t h e  p a r t i c i p a t i n g  s t a t e s  o f  t h e  Sou t he rn  Region i s  p e r c e i v e d  
t o  have s e v e r a l  d e f i c i e n c i e s  o r  l i m i t a t i o n s .  Th i s  c o n c l u s i o n  
i s  based on t h e  s i g n i f i c a n t  d i f f e r e n c e s  obse r ved  between 
a g e n t s '  p e r c e p t i o n s  o f  t h e  p r e s e n t  sys tem as  compared wi t h  an 
i d e a l  sys t em.  S p e c i f i c a l l y  i t  would a p p e a r  t h a t  t h e  p r e s e n t  
pe r formance  a p p r a i s a l  syst em can be improved i f ;  (a)  
s u p e r v i s o r s  c o n d u c t i n g  agen t  e v a l u a t i o n s  a r e  w e l l - t r a i n e d  and 
a n n u a l l y  r e - t r a i n e d  and i n c r e a s e  t h e  f r e q u e n c y  and e x t e n t  t o  
which t h e y  obse r ve  a g e n t s  o n - t h e - j o b ;  (b)  a g en t s  a r e  e v a l u a t e d
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on t h e  wide r ange  o f  d u t i e s  t h e y  have t o  pe r fo rm u s i n g  an 
a p p r o p r i a t e  e v a l u a t i o n  form which i s  r ev iewed e ve r y  two y e a r s ;  
( c)  t h e  e v a l u a t i o n  p r oc e s s  promotes  p e r s o n a l  and p r o f e s s i o n a l  
growth and competence;  f a c i l i t a t e s  c o o p e r a t i o n  and 
communicat ion between s u p e r v i s o r s  and a g e n t s ;  i s  r e l a t e d  t o  t h e  
a g e n t ' s  p l an  o f  work;  i n c o r p o r a t e s  a management by o b j e c t i v e s  
a ppr oac h ;  and p r ov i d e s  e v a l u a t i o n  f eedba ck .
2.  A team approach t o  per formance  a p p r a i s a l  as  c o n t r a s t e d  wi th  
t h e  c u r r e n t  s i n g e - s u p e r v i s o r  e v a l u a t i o n  i s  f a v o r ed  and m e r i t s  
c o n s i d e r a t i o n .  Th i s  c o n c l u s i o n  i s  based on t h e  f i n d i n g  t h a t  
50% o f  t h e  a g e n t s  d e s i r e d  t o  be e v a l u a t e d  by a 3 - p e r s o n  team,  
made up o f  t h e  count y  s u p e r v i s o r ,  t h e  d i s t r i c t  s u p e r v i s o r  and a 
s t a t e / d i s t r i c t  s p e c i a l i s t .
3.  The f o u r  per formance  a p p r a i s a l  sys t em c r i t e r i a ,  namely 
w e i gh t ed  s c o r i n g  sys tem,  management by o b j e c t i v e s ,  a s t a t e d  
u s e ,  and a appeal  p r oc e s s  each should  be i n c o r p o r a t e d  i n t o  t h e  
p e r fo rmance  a p p r a i s a l  system o f  a s t a t e  e x t e n s i o n  s e r v i c e .  The 
a d v a n t ag e s  o f  i n c l u d i n g  t h e  f i r s t  t h r e e  c r i t e r i a  a r e  s u pp o r t e d  
in (Hahn,  Brumback,  and Edwards,  1979a) .  The f o u r t h  c r i t e r i a ,  
an appeal  p r o c e s s ,  could  be i nc l ude d  and t e s t e d  in f u t u r e  
r e s e a r c h .
4.  An o v e r a l l  c o n c l u s i o n  based on t h e  s t u d y  f i n d i n g s  and t h e  
l i t e r a t u r e  reviewed i s  t h a t  a wel 1 - d e s i g ne d  and e x ec u t e d  
pe r formance  a p p r a i s a l  system which c o n s i d e r s  a g e n t ,  
s u p e r v i s o r y ,  and o r g a n i z a t i o n a l  e x p e c t a t i o n s  and needs  should
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l e a d  t o  g r e a t e r  e f f i c i e n c y  and e f f e c t i v e n e s s  in s t a t e  
c o o p e r a t i v e  e x t e n s i o n  s e r v i c e s .
RECOMMENDATIONS
One p r a c t i c a l  recommendat ion t o  t h e  p a r t i c i p a t i n g  s t a t e  
c o o p e r a t i v e  e x t e n s i o n  s e r v i c e  i s  t h a t  per formance  a p p r a i s a l  sys t ems  
used t o  e v a l u a t e  count y  a g e n t s  should  be c o n s i d e r e d  f o r  m o d i f i c a t i o n  
a c c o r d i n g  t o  t h e  s u g g e s t i o n s  c o n t a i n e d  in t h e  above c o n c l u s i o n s .
Th i s  w i l l  r e q u i r e  changes  in t h e i r  sys t ems  t o  t h e  e x t e n t  t h a t  t h e  
s u g g e s t i o n s  a r e  r e l e v a n t ,  a p p r o p r i a t e ,  and f e a s i b l e .  I t  shou l d  be 
emphas i zed  t h a t  a g e n t s  a r e  t r a i n e d  p r o f e s s i o n a l s  and wish t o  be 
t r e a t e d  as  p r o f e s s i o n a l s  when t he y  a r e  e v a l u a t e d  on j o b  p e r f o r ma nce .  
They want  t o  know what  i s  expec t ed  o f  them,  have t h e  sys t em e x p l a i n e d  
t o  them in advance ,  and be t o l d  in a p r o f e s s i o n a l  manner whe t he r  t h e y  
a r e  o r  a r e  no t  acc ompl i sh i ng  t h e  j ob  and s u p e r v i s o r y  e x p e c t a t i o n s .
The knowledge base  in per sonne l  pe r formance  a p p r a i s a l  would be 
enhanced i f  f u t u r e  p e r c e p t u a l  s t u d i e s  o f  C o o p e r a t i v e  Ex t e n s i o ns  
S e r v i c e  employees  would c o n s i d e r  t h e  f o l l o w i n g  recommendat ions :
1. A s t u d y  o f  t h i s  n a t u r e  should  be conduc t ed  in t h e  o t h e r  
t h r e e  r e g i o n s  o f  t h e  Uni t ed  S t a t e s .  Thi s  shou ld  s t r e n g t h  t h e  
g e n e r a l  f i n d i n g s  o r  i n d i c a t e  t h a t  t h e  f i n d i n g s  a r e  l i m i t e d  t o  
t h e  r e s p o n d e n t s  in t h i s  s t udy ,  t h e  s i x  s t a t e s  i n c l u d e d  in t h e  
p r e s e n t  s t u d y  o r  t h e  Southern  Region.
2.  I f  and when t h e  recommendat ions  o f  t h i s  s t u d y  a r e  
implemented,  a r e p e a t  s t udy  would i n d i c a t e  changes  in a g e n t s '  
p e r c e p t i o n s  c onc e r n i ng  t h e  per formance  a p p r a i s a l  sys t em.
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3.  S t u d i e s  t h a t  r e l a t e  a g e n t s '  p e r c e p t i o n s  and s u p e r v i s o r s '  
p e r c e p t i o n s  t o  t h e  same s t a t e m e n t s  would e n l i g h t e n i n g .
4.  The t r a i n i n g  o f  s u p e r v i s o r s  in per fo rmance  a p p r a i s a l  and 
i t s  r e l a t i o n s h i p  t o  a g e n t s '  p e r c e p t i o n s .
5.  E x p l a n a t i on  o f  t h e  system t o  a g en t s  and i t s  r e l a t i o n s h i p  t o  
a g e n t s '  p e r c e p t i o n s  o f  t h e  p r e s e n t  and i d e a l  sys t em would be 
u s e f u l .
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May 30,  1990
1~ 2~ 3~
4~
Dear  1~ 3~:
The annual  Ex t ens i on  S e r v i c e  per formance  a p p r a i s a l  sys t em c r e a t e s  
a g r e a t  amount o f  a n x i e t y  among County Ex t ens i on  Agen t s .  A v a i l a b l e  
r e s e a r c h - b a s e d  l i t e r a t u r e  l a c k s  c l e a r  i n f o r m a t i o n  r e g a r d i n g  t h e  
coun t y  a g e n t s '  p e r c e p t i o n  o f  t h e  a p p r a i s a l  document ,  p r o c e s s  and i t s  
i n t e n d e d  us e .
As a coun t y  a gen t  wi t h  t h e  Lo u i s i an a  Co op e r a t i ve  Ex t en s i o n  
S e r v i c e ,  I am engaged in a d o c t o r a l  program in Voc a t i on a l  Educa t i on  
a t  L o u i s i a n a  S t a t e  U n i v e r s i t y .  My d i s s e r t a t i o n  c o n ce r n s  c oun t y  
a g e n t s  p e r c e p t i o n s  o f  pe r formance  a p p r a i s a l  in t h e  s o u t h e r n  r e g i o n  o f  
t h e  Un i t e d  S t a t e s .
I am w r i t i n g  t o  r e q u e s t  a copy o f  5~ per fo rmance  a p p r a i s a l  
i n s t r u m e n t  now in use f o r  t h e  v a r i o u s  f i e l d  a g e n t s .  Th i s  would 
i n c l u d e  coun t y  a g r i c u l t u r a l  a g e n t s ,  home e c o n o m i s t s ,  4-H a g e n t s ,  
c o u n t y  d i r e c t o r s  and a l l  o t h e r  a gen t s  wi t h  count y  r e s p o n s i b i l i t i e s .
My p r e l i m i n a r y  p l a n s  a r e  t o  compare per formance  a p p r a i s a l  
i n s t r u m e n t s  o f  t h e  Ex t ens i on  S e r v i c e s  in t h e  s o u t h e r n  r e g i o n .  I w i l l  
t h e n  s e l e c t  f o u r  s t a t e s  in a d d i t i o n  t o  Lo u i s i a n a  and s u r ve y  t h e  
a g e n t s  in t h e s e  s t a t e s .
I f  y o u r  s t a t e  i s  s e l e c t e d ,  I w i l l  n a t u r a l l y  r e q u e s t  you r  
p e r m i s s i o n  t o  su rvey  5~ a g e n t s  by ma i l .  In a d d i t i o n ,  I w i l l  keep you 
informed as  t o  t h e  p r o g r e s s  o f  t h e  r e s e a r c h  and p r ov i d e  you wi t h  a 
copy o f  t h e  comple t ed  p r o j e c t .
Thank you in advance f o r  you r  c o o p e r a t i o n .
S i n c e r e l y ,
Wi l l i am L. Davis  
County Agent  
Ascens ion P a r i s h
BD/fd
cc :  Dr.  Denver  T. Loupe
V i c e - C h a n c e l l o r  and D i r e c t o r  
(Stamped M a i l )
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November 27, 1990
1~ 2~ 3~
4~
Dear  1~ 3~:
I c o r r e s po nd ed  wi t h  you l a s t  May r e q u e s t i n g  a copy o f  5~ 
pe r f o r ma nce  a p p r a i s a l  i n s t r u m e n t .  Thank you f o r  f u l f i l l i n g  t h a t  
r e q u e s t .  I am now w r i t i n g  t o  r e q u e s t  p e r mi s s i o n  t o  s u r ve y  a random 
sample o f  coun t y  a g en t s  in  6~.  The i n f o r m a t i o n  from t h i s  s u r ve y  w i l l  
be used as  my d i s s e r t a t i o n  s t udy  f o r  my d o c t o r a l  program in 
Voc a t i on a l  Educa t i on  a t  L o u i s i an a  S t a t e  U n i v e r s i t y .
Agent s  w i l l  be asked t o  r espond t o  q u e s t i o n s  c o n ce r n i n g  t h e i r  
p e r c e p t i o n s  o f  t h e  per fo rmance  a p p r a i s a l  sys t em and i t s  u s e .  The 
sample s i z e  f o r  6~ w i l l  be 7~.  In a d d i t i o n  t o  a g e n t s  in 6~,  a g e n t s  
in  s i x  o t h e r  s t a t e s  in t h e  Sou thern  Region w i l l  be s u r ve y e d .  The 
t o t a l  sample s i z e  o f  t h e  s t udy  w i l l  be 700.
I f  you a g r e e  t o  t h i s  r e q u e s t  I w i l l  need a p r i n t e d  l i s t  o f  names 
and m a i l i n g  a d d r e s s e s  o f  a l l  o f  t h e  f i e l d  a g e n t s  in 6~.  Th i s  would 
i n c l u d e  a l l  coun t y  a g r i c u l t u r a l  a g e n t s ,  home e c o n om i s t s ,  4-H a g e n t s ,  
co u n t y  d i r e c t o r s  and a l l  o t h e r  a g e n t s  wi th  coun t y  r e s p o n s i b i l i t i e s  in 
6~.  I f  t h i s  m a i l i n g  l i s t  i s  in a d a t a  base  and c ou l d  be s e n t  on a 
d i s k e t t e  i t  would be h e l p f u l .
In a d d i t i o n ,  I would l i k e  t o  o b t a i n  a cove r  l e t t e r  f rom you t o  t h e  
a g e n t s  o f  6~.  I would l i k e  f o r  t h i s  l e t t e r  t o  emphas i ze  t h e  
i mpor t a nc e  o f  pe r fo rmance  a p p r a i s a l ,  and your  s u pp o r t  o f  t h e  s t u d y .
I would t h e n  d u p l i c a t e  t h e  l e t t e r  and i n c l u d e  i t  wi t h  my 
q u e s t i o n n a i r e .
At y o u r  r e q u e s t  I w i l l  g l a d l y  f u r n i s h  you wi t h  a copy o f  t h e  
comple t ed  d i s s e r t a t i o n .  Thank you in advance f o r  y o u r  c o o p e r a t i o n .
S i n c e r e l y ,
Wi l l i am L. Davis  
County Agent  
Ascens ion  P a r i s h
BD/fd
c c :  Dr.  Denver  T. Loupe
V i c e - C h a n c e l l o r  and D i r e c t o r  
(Stamped Mai l )
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PERCEPTIONS OF PERFORMANCE APPRAISAL 
BY COOPERATIVE EXTENSION SERVICE AGENTS 
IN SECECTED SOUTHERN STATES
P l e a s e  r es pond  t o  t h e  q u e s t i o n s  in t h i s  b o o k l e t  and r e t u r n  i t  
t h e  e n c l o s e d  s e l f - a d d r e s s e d  and p os t age  pa i d  e n v e l o p e .  Your 
c o o p e r a t i o n  and t i m e l y  r e p l y  a r e  de e p l y  a p p r e c i a t e d .
Your r e s p o n s e s  w i l l  be he l d  in t h e  s t r i c t e s t  o f  c o n f i d e n c e .  
Your answers  w i l l  be ave raged  wi th  t h o s e  o f  y ou r  c o - wor ke r s  f rom s 
s t a t e s  in t h e  Sou t he rn  Region.
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P l e a s e  r e spond  t o  t h e  f o l l ow i n g  s t a t e m e n t s  by c i r c l i n g  y ou r  r e s p o n s e .  
The r e s p o n s e s  shou ld  r e f l e c t  your  l a s t  pe r fo rmance  a p p r a i s a l  p e r i o d .  
Number meanings :  1) c o m p l e t e ly  a g re e ;  2) a g r e e ;  3)somewhat  a g r e e ;
4 ) n e i t h e r  a g r e e  nor  d i s a g r e e ;
5) somewhat d i s a g r e e ;  6) d i s a g r e e ;  7 ) co mp l e t e l y  d i s a g r e e
Completely Somewhat Neither Agree Somewhat
Completely
Agree Agree Agree nor Disagree Disagree Disagree
Disagree
1 2 3 4 5 6 7
Presen t
Situation
S ta tem ent
1 2 3 4 5 6 7 1. I felt very nervous abou t the  perform ance appraisa l interview before it beg an .
1 2 3 4 5 6 7 2. I felt very nervous during the  perform ance appraisa l interview.
1 2 3 4 5 6 7 3. W hen th e  interview w as co m ple ted  I felt that th e  anxiety I experien ced  w as justified.
1 2 3 4 5 6 7 4. The supervisor conducting  th e  perform ance appraisa l interview exhibited  anxiety.
1 2  3  4 5 6 7 5. The individual or individuals conducting  the  perform ance appraisa l interview and  scoring m e 
w as b iased  by preconceived id eas ab o u t m y perform ance.
1 2 3 4 5 6 7 6. My perform ance appraisal sco res were increased  to  keep  th e  sco res  c o m p arab le  with other 
a g en ts  in ano ther county /parish  with the  sam e  job  responsibilities.
1 2 3 4 5 6 7 7. During th e  perform ance appraisal interview, a rea s  of m y perfo rm ance  th a t n eed ed  
im provem ent w ere pointed out.
1 2  3 4 5 6 7 8. During th e  perform ance appraisal interview, v ague  su g g estio n s  w ere m ad e  to  a ss is t m e  in 
improving a reas  of w eakness.
1 2 3 4 5 6 7 9. During th e  perform ance appraisal interview, s tep  by s tep  su g g estio n s  w ere m ad e  to  assis t 
m e in improving a re a s  of w eakness.
1 2 3 4 5 6 7 10. During th e  perform ance appraisal interview, a rea s  of m y perfo rm ance  th a t w ere excellent 
w ere pointed out.
1 2  3 4 5 6 7 11. During the  perform ance appraisal interview, I w as given a ss is ta n ce  in th e  d ev elo p m en t of m y 
extension  program s to  im prove my perform ance.
1 2  3 4 5 6 7 12. Additional training for th e  individual/s responsib le  for th e  perfo rm ance  appraisa l interview 
and  score  would improve the  overall perform ance appraisa l p rocess.
1 2 3 4 5 6 7 13. During the  perform ance appraisal interview, I w as given sufficient p raise  for a rea s  of 
excellence.
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P lease  resp o n d  to  th e  following s ta te m en ts  tw ice. The re sp o n ses  should  reflect your last perfo rm ance  appraisal in 
th e  left han d  colum n and  th e  ideal perform ance appraisal situation in th e  right h and  colum n. N um ber m eanings: 
1) com plete ly  ag ree ; 2) agree; 3 )som ew hat agree; 4)neither ag ree  nor d isag ree ; 5) som ew hat d isag ree ; 6) 
d isag ree ; 7)com pletely  d isag ree
Completely 
Completely 
Agree Agree
1 2
Somewhat Neither Agree Somewhat
Agree
3
nor Disagree 
4
Disagree
5
Disagree Disagree 
6 7
P resen t
Situation
S ta tem en t Ideal
Situation
1 2  3 4 5 6 7 1. I believe that I w a s/sh o u ld  b e  sufficiently observed  to  b e  ad eq u a te ly  
evaluated.
1 2 3 4 5 6 7
1 2 3  4 5 6 7 
1 2 3 4 5 6  7 
1 2 3 4 5 6 7  
1 2  3  4 5 6 7 
1 2 3 4 5 6 7  
1 2  3 4 5 6  7
2. The perform ance appraisal form used  by m y sta te  E xtension Service 
inco rp o ra tes/sh o u ld  incorporate:
a. th e  m any an d  varied th ings I do  in m y job.
b. the  program  planning p h ase  of my duties.
c. th e  program  execution ph ase  of my duties.
d . th e  evaluating and  reporting p h a se  of m y duties.
e. the  professional im provem ent p h a se  of my duties.
f. o ther task s related to  m y du ties (please list below).
1 2  3 4 5 6 7 
1 2 3 4 5 6 7  
1 2  3 4 5 6 7 
1 2 3 4 5 6 7  
1 2 3 4 5 6 7  
1 2  3 4 5 6 7
1 2 3 4 5 6 7 3. The perform ance appraisal docum en t w a s /sh o u ld  b e  ad eq u a te ly  explained 
to  m e at the  tim e of m y evaluation interview.
1 2  3 4 5 6 7
1 2  3 4 5 6 7 4. The perform ance appraisal docu m en t w a s /sh o u ld  b e  ad eq u a te ly  explained 
to  m e by my supervisor at a  tim e o ther than  th e  perfo rm ance  appraisal 
interview.
1 2  3 4 5 6 7
1 2  3  4 5 6 7 5. The perform ance appraisal d o cu m en t w a s /sh o u ld  b e  com plete ly  d iscu ssed  
and  explained to  m e when I w as em ployed, or when th e  d o cu m en t w as 
im plem ented .
1 2  3 4 5 6 7
1 2  3 4 5 6 7 6. During th e  perform ance appraisal interview I w as /sh o u ld  b e  allowed to  ask  
q u estio n s ab o u t the  docum ent.
1 2 3 4 5 6 7
1 2  3  4 5 6 7 7. I a m /sh o u ld  b e  personally  satisfied with th e  perform ance appraisa l 
instrum ent a s  a  m easu re  of m y perform ance.
1 2  3 4 5 6 7
1 2  3 4 5 6  7 8. The perform ance appraisal system  d o e s /sh o u ld  p rom ote  personal growth 
and  co m p eten ce.
1 2 3 4 5 6 7
1 2  3  4 5 6 7 9. The perform ance appraisal docu m en t d o e s /sh o u ld  facilitate cooperation  
an d  com m unication  betw een the  extension a g en t an d  th e  supervisor.
1 2  3 4 5 6 7
188
Completely Somewhat Neither Agree Somewhat
Completely
Agree Agree Agree nor Disagree Disagree Disagree Disagree
1 2 3 4 5 6 7
Presen t
Situation
S ta tem ent Ideal
Situation
1 2 3 4 5 6 7 10. Written m aterials such  a s  reports, new sletters, circular letters an d  m ass  
m edia  p roductions a re /sh o u ld  b e  u sed  a s  part of th e  p erfo rm ance  appraisa l 
system .
1 2 3 4 5 6 7
1 2 3 4 5 6 7 11. I p ro v ide/shou ld  provide m y supervisor with a  copy  of all o r m o st of m y 
written m aterials (newsletters, circular letters and  m a ss  m ed ia  productions).
1 2 3 4 5 6 7
1 2 3 4 5 6 7 12. My teach ing  ability an d  teach ing  perform ance a re /sh o u ld  b e  included  in m y 
annual perform ance appraisal.
1 2 3 4 5 6 7
1 2 3 4 5 6 7 13. My effectiveness with advisory co m m ittees is /sh o u ld  b e  included in m y 
annual perform ance appraisal.
1 2 3 4 5 6 7
1 2  3  4 5 6 7 14. The perform ance appraisal system  h a s /sh o u ld  have he lp ed  m e to  b eco m e  a  
m ore effective extension service worker.
1 2 3 4 5 6 7
1 2  3 4 5 6 7 15. I w as/sh o u ld  have  b een  d iscouraged  from d iscussing  my perform ance 
appraisa l interview and  score  with o ther agen ts.
1 2 3 4 5 6 7
1 2  3  4 5 6 7 16. I tak e /sh o u ld  tak e  th e  perform ance appraisal p ro cess  and  th e  sco re  I receive 
seriously.
1 2 3 4 5 6 7
1 2 3 4 5 6 7 17. My career goals a re /sh o u ld  b e  d iscu ssed  during th e  perform ance appraisal 
interview.
1 2  3 4 5 6 7
1 2  3 4 5 6 7 18. During th e  perform ance appraisal interview I a m /sh o u ld  b e  e n co u rag ed  to 
seek  h igher levels within the  cooperative extension  service.
1 2 3 4 5 6 7
1 2 3 4 5 6 7 19. A correctly adm in istered  and  scored  perform ance appraisa l p ro cess 
is /sh o u ld  b e  u sed  a s  the  basis  for m erit salary ad jus tm en ts .
1 2 3 4 5 6 7
1 2  3 4 5 6 7 20. A correctly adm in istered  perform ance appraisa l p ro cess  and  sco re  is /sh o u ld  
b e  used  in refusing, denying a n d /o r  deterring prom otions.
1 2  3 4 5 6 7
1 2 3 4 5 6 7 21. A correctly adm in istered  perform ance appraisa l p ro cess  is /sh o u ld  b e  u sed  
in determ ining who should fill job vacancies.
1 2 3 4 5 6 7
1 2 3 4 5 6 7 22. A correctly adm in istered  perform ance appraisal p ro cess is /sh o u ld  b e  used  
in determ ining in-service training topics.
1 2 3 4 5 6 7
1 2 3 4 5 6 7 23. I h av e /sh o u ld  have  no recourse  if my supervisor and  I d isag ree  on m y 
perform ance appraisal score.
1 2  3 4 5 6 7
1 2  3 4 5 6 7 24. I h av e /sh o u ld  have som e estab lished  m ethod  of recourse  if m y supervisor 
and I d isag ree  on my perform ance appraisal score.
1 2 3 4 5 6 7
1 2 3 4 5 6 7 25. The district supervisor h a s /sh o u ld  have the  sole responsibility for m y 
perform ance appraisal interview and  score.
1 2  3 4 5 6 7
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Completely Somewhat Neither Agree Somewhat
Completely
Agree Agree Agree or Disagree Disagree Disagree
Disagree
1 2 3 4 5 6
P resen t
Situation
S ta tem ent Ideal
Situation
1 2 3 4 5 6 7 26. The district superv isor and  the  county superv isor bo th  p a r tic ip a te /sh o u ld  
participate  in th e  perform ance appraisal scoring with th e  district superv isor 
having th e  final say  on scores.
1 2  3 4 5 6 7
1 2 3 4 5 6 7 27. The district supervisor and th e  county supervisor both p a rtic ip a te /sh o u ld  
participate  in the  perform ance appraisal scoring with the  coun ty  superv isor 
having th e  final sa y  on scoring.
1 2 3 4 5 6 7
1 2  3 4  5 6 7 28. The county  supervisor h a s /sh o u ld  have th e  so le responsibility for my 
perform ance appraisa l scoring.
1 2  3 4 5 6 7
1 2 3 4 5 6 7 29. A m em b er of m y clientele is /sh o u ld  b e  a  part of and  have an input in my 
perfo rm ance  appraisal interview and  scoring.
1 2 3 4  5 6 7
1 2 3 4  5 6 7 30. A m em b er of the  s ta te  office staff is /sh o u ld  b e  a  part of each  p erfo rm ance  
appraisa l interview con d u cted  within m y state .
1 2  3 4 5 6 7
1 2 3 4 5 6 7 31. I a m /sh o u ld  b e  allowed to rate m yself during th e  perform ance ap p raisa l 
interview if I d esire  to do  so.
1 2 3 4 5 6 7
1 2  3 4 5 6 7 32. I a m /sh o u ld  b e  required to  rate m yself during th e  perfo rm ance  appraisa l 
interview.
1 2 3 4 5 6 7
1 2 3 4 5 6 7 33. The individuals presently  conducting  th e  perform ance appraisal interview 
and  scoring in m y sta te  a re /sh o u ld  b e  properly trained  in perfo rm ance  
appraisal evaluation.
1 2  3 4 5 6 7
1 2 3 4 5 6 7 34. At the  conclusion of the  perform ance appraisal interview I a m /sh o u ld  b e  told 
m y total evaluation score.
1 2  3  4 5 6 7
1 2 3 4 5 6 7 35. The sco re  w a s/sh o u ld  have b een  told to  m e voluntarily. 1 2 3 4 5 6 7
1 2  3 4 5 6 7 36. I h a d /sh o u ld  have  to ask for m y perform ance appraisa l score. 1 2 3 4 5 6 7
1 2 3 4 5 6 7 37. I w as told th a t I c an n o t/sh o u ld  no t know m y perform ance appraisa l sco re. 1 2  3 4  5 6 7
1 2  3 4 5 6 7 38. I w a s/sh o u ld  have  b een  told how I ranked with o ther ag en ts  in m y 
county /parish .
1 2  3 4 5 6 7
1 2 3 4 5 6 7 39. I w as /sh o u ld  be  told how I ranked with o ther a g en ts  in m y area /d istric t. 1 2 3 4 5 6 7
1 2  3 4  5 6 7 40. I w a s/sh o u ld  have b een  told how I ranked with o ther a g en ts  in th e  s ta te . 1 2 3 4 5 6 7
1 2 3 4 5 6 7 41. The p u rp o se  of th e  perform ance appraisa l p ro cess is /sh o u ld  b e  to  m ake  m e 
a bette r agen t.
1 2  3 4 5 6 7
1 2  3 4  5 6 7 42. The p u rp o se  of th e  perform ance appraisal p ro cess  is /sh o u ld  b e  to rank m e 
ag a in st o ther ag en ts .
1 2 3 4 5 6 7
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Completely Somewhat Neither Agree Somewhat
Completely
Agree Agree Agree nor Disagree Disagree Disagree Disagree
1 2 3 4 5 6 7
Presen t
Situation
S ta tem en t Ideal
Situation
1 2 3 4 5 6 7 43. The p u rp o se  of th e  perform ance appraisal p ro cess  is /sh o u ld  b e  to  criticize 
m y perform ance a s  an agent.
1 2 3 4 5 6 7
1 2 3 4 5 6 7 44. The pu rp o se  of th e  perform ance appraisal p ro cess  is /sh o u ld  b e  to  evaluate  
th e  quality of m y work.
1 2 3 4 5 6 7
1 2  3 4 5 6 7 45. The p u rp o se  of th e  perform ance appraisal p ro cess  is /sh o u ld  b e  to  evaluate  
m y ability to perform  m y job.
1 2 3 4 5 6 7
1 2 3 4 5 6 7 46. The pu rp o se  of th e  perform ance appraisal p ro cess  is /sh o u ld  b e  to  evaluate  
m y ability to perform  an d  the  quality of m y work.
1 2 3 4 5 6 7
1 2 3 4 5 6 7 47. I d o /sh o u ld  receive perform ance appraisal feed b ack  from  m y su p e rv iso r/s  
th roughou t th e  year.
1 2 3 4 5 6 7
1 2 3 4 5 6 7 48. The perform ance appraisal system  d o e s /sh o u ld  relate to  m y annual plan of 
work.
1 2 3 4 5 6 7
1 2  3 4 5 6 7 49. O ne of th e  ob jectives of the  plan of work is /sh o u ld  b e  to  im prove my 
perform ance a s  an  extension agent.
1 2  3 4 5 6 7
1 2  3 4 5 6  7 50. O ne of th e  ob jectives of the  perform ance appraisal system  is /sh o u ld  b e  to 
im prove m y plan of work.
1 2 3 4 5 6 7
1 2 3 4 5 6 7 51. I w an t to  k n o w /shou ld  w ant to  know m y perform ance appraisal score  a t the  
conclusion of m y perform ance appraisal interview.
PL E A SE  RESPOND TO THE FOLLOWING Q U E ST IO N S .
1. Indicate th e  nu m b er of tim es you w ere formally evaluated using a  perform ance appraisa l instrum en t during the  
last year.
--------------------------------------------------------tim es.
2. In your opinion, w hat is th e  optim um  num ber of official perform ance appraisa l evaluations per year?  
------------------------tim es.
3. How long did your last perform ance appraisa l interview last?
--------------------- h o u r/s---------------------m inutes.
4. In your opinion, how long should  a  perform ance appraisal interview for a  county  a g en t last?
--------------------h o u r /s -------------------- m inutes
5. In th e  p a s t year, how m any  tim es w ere you observed  by th e  prim ary supervisor responsib le  for your 
perfo rm ance  appraisa l sco res?
6. W hat w as th e  av erage  length of tim e of each  of th ese  observations?
---------------------h o u r /s ----------------------m inutes
7. To b e  ad eq u a te ly  evaluated , how often should you be observed  each  y e a r? ------------------- tim es
8. How long should  each  of th e  observations last?  -------------------- h o u r /s ------------------------m inu tes
9. I w as allow ed to review the  perform ance appraisal docu m en t prior to m y evaluation.
(Circle) YES NO
10. I w as allow ed am ple  tim e to review th e  perform ance appraisal d o cu m en t prior to  m y evaluation. 
(Circle) YES NO
11. W here w as your last perform ance appraisa l interview held?
(Circle One) 1. In m y coun ty /parish  office
2. In the  area/distriict supervisors office
3. In a  neutral office
4. O ther (p lease identify)----------------------------------------------
12. W here do  you think th e  interview should  be held?
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13. Should  th e  perform ance appraisa l interview b e  conducted  by a  team  of trained  pe rso n n el?
(Circle) YES NO
If you an sw ered  yes, rank the  following individuals from 1 to  10 a s  to  your cho ice  of m em b e rs  
of th e  interview team ,
----------------  S ta te  office adm inistrators
----------------  S ta te  office specia lis ts I work with m ost frequently
----------------  District supervisor
---------------- C oun ty /parish  supervisor
---------------- O ther m em b ers  of the  coun ty /parish  extension staff
---------------- A p eer from  a  different county /parish
----------------A m em b er of my clientele
----------------A m em b er of the  co u n ty /parish  governing board
----------------A m em b er of the  co u n ty /parish  school board
----------------  O ther individuals: P lease  identify them
14. List th e  adm inistrative functions for which the  perform ance appraisal p ro cess an d  sco re  shou ld  be  u sed . 
1 . ----------------------------------------------------------------------------------------
2 . --------------------------------------------------------------------
3. -----------------------------------------------------------
4. -----------------------------------------------------------
5. -----------------------------------------------------------
Please respond to the following questions:
1. N um ber of y ears  experience in your sta te  Cooperative Extension S erv ice .---------------------------y ears
2. Y ears in your p re sen t position-------------------------------.
3. Do you superv ise  o ther Extension Professionals?
(Circle) YES NO
If Yes, nu m b er of p rofessionals su p e rv ise d ----------------------.
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4. Jo b  Classification: (Circle one)
1. Agriculture
2. Hom e Econom ics
3. 4-H a n d  youth
4. Agriculture and  4-H
5. Hom e E conom ics and  4-H
6. O ther (list)------------------------
5. Annual Salary (circle) 1. $ 20 , 
2 . $ 20 ,
3. $25,
4. $30,
5. $35,
6. $40,
7. $45,
8. $50,
000 or less 
001 to  25,000 
001 to 30,000 
001 to  35,000 
001 to  40,000 
001 to  45,000 
001 to 50,000 
001 and  above
6. Your total sco re  on your last Perform ance Appraisal- 
poi nts-------------------
-, Total possib le
7. Sex: (circle) MALE FEMALE
8. Race: (circle) 1. White 2. Black
3. Hispanic 4. American Indian
5. Asian 6. Other
9. Your Age: (circle) 1. under 25 2. 2 5 - 3 4
3. 3 5 - 4 4 4. 4 5 - 5 5
5. 5 6 - 6 4 6. 65 or over
10. H ighest D egree Held: (circle)
1. B. S. or B. A.
2. M asters
3. M asters p lus 15 hours
4. M asters p lus 30 hours
5. Ph. D. or Ed. D.
11.Hours of cou rse  work in Personnel M anagem ent or related co u rses  (Circle)
None
1 - 3  hours 
4 - 6 hours 
7 - 1 2  hours 
13 or m ore hours
Thank you for your time in completing the form. By expressing our perceptions 
concerning performance appraisal, we may be able to improve the process and our 
performance as agents of the Cooperative Extension Service.
On the following pages are spaces for you to comment on areas of the performance 
appraisal process. Please list your thoughts on the topics.
Thanks
Bill Davis
Please comment on the following topics. 
Length of Evaluation and Observation:
Evaluation Form:
The Evaluation Interview:
Use of Performance Appraisal Scores:
Who Should Evaluate:
Relationship of the Performance Appraisal Process and Plan of Work:
Training of the Interviewer:
Your Knowledge of Performance Appraisal Scores:
Purpose of the Appraisal Process:
Appendix D
Cover Letter and Follow-up Post Cards
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d a t e
name
a d d r e s s l
a d d r e s s 2
c i t y ,  s t a t e ,  z i p
Dear  1 s t  name:
A l o t  o f  r e s e a r c h  has been done on per fo rmance  a p p r a i s a l  o r  a gen t  
e v a l u a t i o n ,  bu t  ve ry  l i t t l e  o f  i t  d e a l s  wi t h  our  p e r c e p t i o n s  on t h e  
s u b j e c t .  As a f e l l o w  coun t y  agen t  in t h e  Lo u i s i a n a  C o o p e r a t i v e  
E x t e n s io n  S e r v i c e  I am i n t e r e s t e d  in your  o p i n i o n s  o f  t h i s  s u b j e c t .
I am r e q u e s t i n g  y o u r  h e l p  in compl e t i ng  my d o c t o r a l  program.  I 
s e l e c t e d  as  my d i s s e r t a t i o n  t o p i c  " P e r c e p t i o n s  o f  Per formance  
A p p r a i s a l  by Co op e r a t i ve  Ex t ens ion  S e r v i c e  Agents  in t h e  Sou t he r n  
Region o f  t h e  Uni t ed  S t a t e s " .  The s t udy  w i l l  i n c l u d e  a g e n t s  from 
seven s t a t e s  in t h e  r e g i o n .  I drew a random sample and gue s s  what ,  
y o u r  name came up.
D i r e c t o r  Name has  g i v e  h i s  pe r mi s s i on  f o r  you t o  p a r t i c i p a t e  in 
t h i s  s t u d y .  P l e a s e  see  t h e  i n c l o s e d  l e t t e r  from him.
P l e a s e  t a k e  a few mi nu t e s  and f i l l  ou t  t h e  q u e s t i o n n a i r e .  I need 
y o u r  t r u e  f e e l i n g s  o r  p e r c e p t i o n  as  a r e s po n s e  t o  each q u e s t i o n .
Your i n d i v i d u a l  answers  w i l l  be he l d  in t h e  s t r i c t e s t  o f  c o n f i d e n c e .  
Your answers  w i l l  be compi led  a l ong  wi th  a l l  o f  t h e  o t h e r  r e s p o n s e s
and on l y  t h e  t o t a l s  w i l l  be r e p o r t e d .  Once you have compl e t ed  t h e
q u e s t i o n n a i r e  p l a c e  i t  i n  t h e  e n c l o s e d  s e l f  a d d re s s e d  and p o s t a g e  
p a i d  enve l ope  and r e t u r n .
P l e a s e  h e l p  me t o  keep t h e  c o s t  o f  t h i s  s t u d y  down by r e s po n d i n g  
now. Th i s  w i l l  keep me from having t o  send you a r emi n d e r .
Thanks f o r  y o u r  t ime and a t t e n t i o n .
S i n c e r e l y ,
Wi l l i am L. Davis  
County Agent  
Asc ens i on  P a r i s h
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J a n .  12,  1991 
Dear  Coworker:
A few days  ago I s e n t  you a q u e s t i o n n a i r e  c o nc e r n i n g  y o u r  
p e r c e p t i o n s  o f  you r  pe r fo rmance  a p p r a i s a l  p r oc e d u re  and s ys t em.  As 
o f  t h i s  d a t e  I have no t  r e c e i v e d  you r  r e p l y .  PLEASE f i l l  o u t  t h e  
form and r e t u r n  i t  in t h e  p r e p a i d  e nve l op .
I f  you have a l r e a d y  done so,  THANK YOU.
S i n c e r e l y :
B i l l  Davis  
County Agent  
Asc ens i on  P a r i s h
PS. P l e a s e  d o n ' t  be conce rned  about  t h e  number on t h e  r e t u r n  e n v e l o p .  
I t  i s  f o r  r e s po ns e  r e c o r d i n g  keeping on l y  and WILL NOT be used f o r  
i d e n t i f y i n g  i n d i v i d u a l  r e s p o n s e s .
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Feb.  11,  1991 
Dear  Coworker:
I have s e n t  you two c o p i e s  o f  a q u e s t i o n n a i r e  c o n c e r n i n g  y o u r  
p e r c e p t i o n s  o f  y o u r  per formance  a p p r a i s a l  p r o ce d u r e  and sys t em.  As 
o f  t h i s  d a t e  I have no t  r e c e i v e d  you r  r e p l y .  PLEASE f i l l  o u t  one o f  
t h e  forms and r e t u r n  i t  i n  t h e  p r e p a i d  e n v e l op .
Your p e r c e p t i o n  on t h e  a p p r a i s a l  sys t em i s  needed t o  c ompl e t e  t h e  
s t u d y .  Th i s  i s  one t i me  when y o u r  i d e a s  do make a d i f f e r e n c e .
I f  you have a l r e a d y  r e t u r n e d  t h e  form,  THANK YOU.
S i n c e r e l y :
B i l l  Davis  
County Agent  
As c ens i on  P a r i s h
PS. P l e a s e  d o n ' t  be conce rned  about  t h e  number on t h e  r e t u r n  e n v e l o p .  
I t  i s  f o r  r e s p o n s e  r e c o r d i n g  keeping on l y  and WILL NOT be used f o r  
i d e n t i f y i n g  i n d i v i d u a l  r e s p o n s e s .
VITA
WILLIAM L. DAVIS 
Wi l l i am Loui s  Davis  was born in J e n n i n g s ,  L o u i s i a n a ,  November 
26,  1945.  In May 1964,  he was g r a d u a t e d  from J e n n i n g s  High School ,  
J e n n i n g s ,  L o u i s i a n a  and e n t e r e d  McNeese S t a t e  U n i v e r s i t y  in 
Sep t ember ,  1964.  A B. S. de g r e e  wi t h  a ma jor  in  Animal S c i e n c e  was
g r a n t e d  him in May, 1969.  The a u t h o r  was employed by t h e  L o u i s i a n a
Depar tment  o f  A g r i c u l t u r e  as a Milk T e c h n i c i an  from J a n u a r y  1969 t o  
Augus t  1969.  In September  1969 he e n r o l l e d  in L o u i s i a n a  S t a t e  
U n i v e r s i t y  t o  work toward t h e  M. S. de g r ee  in Animal S c i e n c e .  He was 
employed by t h e  L o u i s i a n a  Coope r a t i ve  Ex t ens i on  S e r v i c e  as  an
A s s i s t a n t  County Agent  in June  1971.  A M. S. de g r ee  in Animal
S c i e n c e  was g r a n t e d  him in  December 1973.  In J an u a r y  1974 he was 
m a r r i e d  t o  t h e  fo rmer  Kathy Jean  McWaters.  They have two c h i l d r e n ,  
C h a r l e s  Marcus and Jean  E l i z a b e t h .  He was employed as  a County Agent  
and P a r i s h  Chai rman in Ascens ion  P a r i s h  in Februa ry  1980.
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